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Abstract
Lawhead, Justin. Ed.D. The University of Memphis. December 2013. Leadership
Identity Development in Greek Life Organizations: Lessons Learned. Major Professor:
Jeffrey Wilson, Ph.D.
This study focused on the multi-faceted process of leadership identity
development through an in-depth analysis of the life experiences of students involved in
Greek life at a mid-size research institution in the Southern United States region.
Research was conducted within the framework of the Leadership Identity Development
(LID) model authored by Komives, Owen, Longerbeam, Mainella, and Osteen (2005). Of
particular interest is the degree to which the data upheld the presence of the four
developmental influences of the LID model: 1) peer influences 2) meaningful
involvement 3) reflective learning and 4) adult influence.
Framed by an understanding of college student development and emerging
explanations of the process of leadership identity development, the qualitative study
examined the influence of fraternity and sorority membership on the leadership identity
development of college students. The findings derived from semi-structured interviews
with fraternity and sorority leaders illustrate the contexts and cultures in which the
participants develop an identity as a leader. In addition, the study describes the processes
and experiences that facilitate or hinder development.
Nominated by student affairs professionals, twelve undergraduate fraternity and
sorority members at one southern U.S. research institution participated in the study. The
findings suggest organizational factors and meaningful relationships support leader
identity development for fraternity and sorority members. The study also suggests
v

advancing practical applications of the theoretical construct of leadership identity
development. The study concludes with recommendations for program development,
practice, and further research.
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Chapter 1
Introduction
In the last decade, a noticeable trend in higher education has been an increased
emphasis in the teaching and training of students to become effective leaders (Eich,
2008). Evidence points to this trend by the proliferation of both co-curricular and
academic leadership development programs being established on many college campuses
(Eich, 2008). Additionally, many institutions have promoted their commitment to student
leadership development by referencing leadership in institutional mission statements. As
a result, there is an effort within higher education institutions to train students to engage
successfully in leadership training, with the expectation that these students would then
contribute positively to community growth as a student and graduate (Council for the
Advancement of Standards, 2003; Cress, Astin, Zimmerman-Oster, & Burkhardt, 2001).
Cress et al. (2001) found that students, who participated in these programs, showed
growth in civic responsibility, leadership skills, multicultural sensitivity, understanding of
leadership theories, and increased awareness of personal and societal values. Cress et al.
(2001) suggested these findings were a strong indication that leadership potential exists in
every student and institutions can develop this potential through leadership programs and
activities.
There is also research that supports the premise that involvement in campus
activities leads to student development and learning, including the development of
leadership skills and abilities (Astin, 1993; Komives, Lucas, & McMahon, 1998;
Pascarella & Terenzini, 2005). Students involved in these activities experience a
statistically significant gain in critical thinking skills compared to their uninvolved
counterparts; this increase could be attributed to the exposure of a variety of viewpoints
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as well as organizations serving as a “laboratory” to practice critical thinking and
leadership (Gellin, 2003). A leading question within higher education is how student
affairs staff can aid students in becoming more involved in collegiate leadership
opportunities, to where they can use that leadership ability beyond graduation (Astin &
Astin, 2000). Greek life experiences have and continue to be an opportunity for students
to acquire such leadership development skills.
Currently over 800 fraternities and sororities operate on college campuses today.
Despite the relatively high number of Greek organizations, there is little known about the
learning experience for Greek members who assume leadership roles (Dungy, 1999;
Molasso, 2005). Molasso (2005) argues “that analyzing the discourse about [fraternities
and sororities] will assist practitioners and scholars in better understanding the nature of
the discussions about this subculture in American higher education and identifies areas of
needed study” (p. 1). In addition, much of the student development literature points to the
influence of meaningful involvement in campus organizations as a contributor to student
development, growth, and success. For many college students, fraternity or sorority
membership provides such meaningful involvement.
Problem Statement
Leadership, according to Luthans (2005), has probably been researched and
discussed more than any other topic, and yet many aspects of the phenomenon remain
unexplained. Existing theory and research frame leadership as a crucial outcome of
higher education, and institutions increasingly emphasize the delivery of formal
leadership programs and individual leadership experiences to meet this need (Astin &
Astin, 2000; Dugan & Komives, 2007; Roberts, 2003). Despite the recognized
significance of leadership as a critical college outcome, there is a scarcity of evidence
2

regarding the comparative effects (programs, experiences..) in promoting leadership
development (Kezar, Carducci, & Contreras-McGavin, 2006; Rosch & Schwartz, 2009).
Reinelt and Russon (2003) go as far as to suggest higher education has reached a critical
point when it comes to demonstrate the impact of leadership education training. Reinelt
and Russon (2003) stated the need for leadership education has never been greater and is
coupled with rapidly increasing demands for accountability and results for higher
education. However, the resources, tools, and approaches for learning are not yet
adequate to document and demonstrate impact (Reinelt & Russon, 2003). Subsequently,
educators, including student affair professionals, lack the ability to engage in evidencebased practice and is reliant on the adaptation of perceived best practices or intuitive
designs in the delivery of formal leadership programs (Boatman, 1999; Dugan &
Komives, 2007).
Bureau (2008) argued the fraternal movement has failed itself , when it comes to
evidence based leadership training. National greek organizations and higher educations
are relying only on our perceptions of students’ leadership development as a result of
membership and not capturing what is occurring within these organizations to influence
leadership development (Bureau, 2008). Student affairs professionals have not acquired
students’ distinctive and shared stories of how students come to learn how to demonstrate
leadership and refine existing leadership skills in the context of these organizations
(Bureau, 2008, p. vii). If higher education represents these greek life experiences as an
opportunity to develop leadership skills, we must have the evidence to demonstrate how
that is happening and what educators can possibly do to enhance that development.
Additionally, in an era of higher education defined by limited resources and increasing
public accountability for student learning, leadership educators cannot afford to invest
3

human and financial resources in leadership training with questionable impact (Dugan &
Komives, 2007). This research examined the varying influences of a specific type of a
leadership experience on students’ capacities to develop their leadership identity and
subsequently contribute to addressing evidence based leadership training and research.
Research Purpose
This study investigated how involvement in a Greek social organization
contributed to leader identity development in college students. Since a significant
number of students participate in Greek life, there is an opportunity to obtain data that
demonstrated how students make key identity transitions participating in a particular cocurricular experience.
Understanding the processes by which leadership identity is formed within
individuals offered the potential to advance teaching and learning about leadership.
Comprehending how students develop the capacity for ethical, inclusive, relationalvalues approach to leadership could deeply influence the ways that leadership education
is conducted in higher education (Renn & Bildodeau, 2005).
Potential Significance
The findings from this study could aid student affairs professionals in facilitating
leadership growth with college students. Komives, Longerbeam, Owen, Mainella, and
Osteen (2005) stated additional research is needed on environmental interventions
(including student organizational experiences) that support key transitions in leadership
identity development. Additionally, research could help practitioners better comprehend
key influences supporting identity development and use that information for training and
advising. Furthermore, it was important to look at the leadership identity of college
students because it could provide data in both advising students and designing programs
4

to develop the leadership efficacy of college students in an organizational context
(Komives et al., 2005).
Research Design and Approach
To better understand how students can develop their leadership identity through
Greek life involvement the following research questions guided this study:
(1) How do the relationships formed through fraternity and sorority involvement
contribute to identity development?
(2) What are the key influences in this development?
(3) What are processes that contribute to this development?
(4) What roles do advisors play in this development?
In this study, I described the experiences of students at one university, most of
whom will have served in specific leadership roles, and how their fraternity or sorority
membership contributed to their development as a student leader. Semi-structured
interviews provided organization for the process of dialoguing with fraternity and
sorority student leaders; therefore, utilizing a qualitative approach was appropriate for
understanding the experiences and development of fraternity and sorority student leaders.
The purpose of this study was to explore the multi-faceted process of leadership identity
development through an in-depth analysis of the co-curricular experiences of twelve
students involved in fraternities and sororities at a midsize public research institution in
the Southern region of the United States. Since this researcher has an interest in
leadership development as it relates to a specific co-curricular experience, the study
detailed here will make an effort to replicate dimensions of the research by Komives et al.
(1998), Komives et al. (2005), and Komives, Longerbeam, Owen, Mainella, and Osteen
(2006) but with an emphasis on involvement in Greek life. Reflecting the nature of a
5

grounded theoretical framework, research was inductive, evaluative in nature, undertaken
through grounded theory methodology.
Assumptions
The researcher assumed that participants answered questions honestly and were
capable of reflecting on their leadership experiences. The researcher assumed that student
affairs practitioners are capable of recommending students who meet identified criteria.
Finally, it was assumed Greek life experiences at the identified university provide
sufficient opportunities for growth and identity development.
Limitations
All scholarly work has inherent limitations and this study was no different. The
purpose of qualitative research is not necessarily to generalize to a larger population
(Bogdan & Biklen, 2003), and this study described only the experience of Greek
organization membership and leadership identity development of collegiate members of
several fraternities and sororities enrolled at a southern public metropolitan university.
This study merely aimed to contribute to the body of knowledge related to leadership
identity development of college student leaders that in-turn could inform student affairs
practitioners in their work and advising of those students.
The study was limited to those students who were nominated by student affairs
practitioners at one public metropolitan research (with a significant commuter
population) university in the south. Therefore, the findings of this study may not be
relevant to Greek leaders at other campuses, particularly those with members with larger
populations and a longer history at the institution and to a campus with a larger
residential population.
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It is important to acknowledge limitations of using stage-based models of identity
development. In fact, Komives et al. (2005) claimed “to use the term ‘stages’ cautiously”
(p. 394). First, stage models assume a homogeneity of experience and developmental
style that may or may not exist across generations and cultures (Renn & Bilodeau, 2005).
Second, assuming that stage models lead to an optimal point of development casts doubt
on the legitimacy of identities that fail to “achieve” that optimal end point (Renn &
Bilodeau, 2005). However, the Leadership Identity Development (LID) model’s focus on
individual leadership development in the context of group roles seemed very relevant to
the current student experience and appealed to this author’s history and work with
students. It also provides significant opportunity for future research.
Definition of Key Terms
In this study, I described the experiences of students at one university, most of
whom served within specific leadership roles, and how their fraternity and sorority
membership contributed to their development as a student and identity as a leader. For
the purposes of this project, the terms fraternal organization and fraternity/sorority
interchangeably described student organizations more commonly known by Greek letters
and that are social in nature (rather than professional or service organizations). This is
common practice in current scholarship; however, until recently, the use of the term
Greek frequently appears in the literature. In addition, although some women‘s Greek
letter organizations are known officially as women’s fraternities, for the purpose of this
study I use the term fraternity to denote men’s fraternal organizations and sorority to
describe women‘s fraternal organizations.

7

Organization of the Dissertation Proposal
Chapter 2 provides a review of the literature in these broad areas: identity
development, social identity, identity and leadership development, leadership
development in higher education and leadership development in fraternities and
sororities. Chapter 3 discusses the methodology and methods used to gather and analyze
the data. Chapter 4 introduces participants to the reader by describing organizational
involvement and how demonstrated leadership behaviors relate to the leadership identity
model and relational leadership model. Chapter 5 presents how participants, as Greek life
leaders, experienced the four key developmental influences under the leadership identity
model: adult influence, peer influence, meaning involvement and reflective learning.
Chapter 6 will outline key findings and provide recommendations for further research and
practice.

8

Chapter 2
Review of the Literature
Overview
Minimal research exists regarding about how leadership develops or how a
leadership identity develops over time (Komives, Casper, Longerbeam, Mainella, &
Osteen (2004). Research on human identity formation and observations of leadership
development approaches and trends may help to inform the discussion surrounding the
issue of leadership identity (Renn & Bilodeau, 2005). Findings related to specific cocurricular experiences and leadership development and aspects of relational leadership
may be equally valuable in laying the foundation for scholarly research and applications
for student affairs practitioners (Komives et al., 2004). The focus of this literature review
was to understand the concept of leadership identity by covering theories on identity and
social development, discussing how theories impact leadership development and
reviewing research leadership literature concerning college students including the impact
of Greek life.
Identity development
Identity is important because it grounds individuals in understanding “who they
are,” “what are their major goals and aspirations,” and “what are their personal strengths
and challenges” (Day, Harrison, & Halpin, 2009, p. 57). A fully developed and
integrated leader identity model can help the individual build self confidence in
interpersonal communication and decision making in new and unpredictable
circumstances (Baumeister, 1995). Identity awareness can serve as an essential tool for
both the leaders and followers in addressing complex challenges in their lives. Identity is
a term that describes an individual’s own self-concept. More specifically, identity is how
9

an individual sees the entire self in relation to an environment that includes relationships
and assimilation into societial norms, beliefs and standards (Bronfenbrenner, 1979).
Individual identity theories examine how individuals define themselves through others
and how they are identified by them (Luhrmann & Ebrel, 2007). Identity develops and
crystallizes across the life span, beginning with youth awareness of others and an initial
sense of self and extending to the older adult’s summation, integration, and evaluation of
one’s life accomplishments (Erikson, 1959).
Erikson’s (1950) theory is based on the biological principle of epigenesis, which
is the idea that all of us possess from birth the innate building blocks we need to grow.
Erikson (1950) describes the physical, emotional and psychological stages of
development and relates specific issues, or developmental work or tasks, to each stage.
For example, if an infant's physical and emotional needs are met sufficiently, the infant
completes his/her task and develops the ability to trust. However, a person who is
stymied at task mastery may go to the next state but carries with him remnants of the
unfinished task. Another example may be if a toddler is not allowed to learn by doing, the
toddler develops a sense of doubt in his abilities, which may complicate attempts at
independence. Similarly, a preschooler who feels that the activities she initiates are bad
may develop a sense of guilt that inhibits her later in life. These three forces working in
balance will allow for normal adult development. When these three are out of balance,
normal development will not occur. The following table demonstrates Erikson’s
identified eight phases to the human life cycle.
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Table 1
Erikson Identity Stages
Age

Issue

Virtue

Infancy

Trust vs. Basic Mistrust

Hope

Early Childhood

Autonomy vs. Shame/Doubt

Will

Play Age

Initiative vs. Guilt

Purpose

School Age

Industry vs. Inferiority

Competence

Adolescence

Identity vs. Role Confusion

Fidelity

Young Adulthood

Relationships vs. Isolation

Love

Middle Adulthood

Generativity vs. Stagnation

Care

Late Adulthood

Integrity vs. Despair

Faith

Source: Sigelman, C. K. , & Rider, E. A. (2003) (Fourth edition). Life-Span Human
Development. Thomson/Wadsworth
Humans develop normally by traveling through each stage of Erikson’s theory in
a timely fashion. During each stage of development a person will be confronted by a
developmental crisis. “Each crisis provides an opportunity for psychological progression,
but if progress is not made, further psychosocial development is impaired” (Gazzaniga &
Heatherton, 2003, p. 410). Everyone develops at a different rate and a particular crisis
may enable further development for one person, but not another. “The crisis is the search
for an identity that fits with resolution coming from making a commitment to a particular
ideology and set of beliefs” (Gazzaniga & Heatherton, 2003, p. 410). For healthy human
development, people need to challenge their sense of identity and commit to a set of
beliefs.
Earlier research on identity focused on adolescents and young adults, thereby
yielding the concept identity crisis. Erikson (1950) would later hypothesize this concept
11

as his fifth stage of psychological development. Individuals (adolescents) usually inquire
“who am I and how do I fit into this world”? (Erikson, 1950). According to Erikson
(1959) individual in this stage explore possible roles and identities before deciding upon
a meaningful unified self-concept. Successful crisis resolution requires identity
achievement, thereby resulting in a fuller sense of self, self-certainty and establishment of
personal ideals.
In college age students, the “identity versus role confusion” crisis appears as the
dominant development task. The identity stage begins in adolescence and continues
through adulthood. It focuses on identity self development and creating trustworthy
relationships with others. This stage focuses on an examination of self-image including
clarification of one’s beliefs and values. It can affect vocational and career choices and
come into question when major life changes occur.
Van Linden and Fertman (1998) stated that during adolescence individuals begin
to differentiate themselves from their parents and teachers. This period includes
engagement in the “social hierarchy of the school and community becomes immensely
important” (Van Linden & Fertman, 1998, p. 15). This transition, beginning in
adolescence and continuing well into adulthood, does not complete the formation of
identity. Instead, maintaining and managing one’s sense of identity is a continuing
lifelong process (Bosma & Gerlsma, 2003). Bosma and Kunnen (2001) conducted a
review of identity development studies and found three prevailing themes: (1) openness
to experience and change in the individual; (2) the importance of context in terms and
support of and opportunities for growth; and (3) the importance of outcome of previous
development. The first theme, openness to experience and change in the individual, can
be described as a determinant of the balance between accommodation and assimilation.
12

Openness implies a readiness to become influenced by new information and events
(Bosma & Kunnen, 2001, p. 62). The second common theme in the determinants
concerns the context. These contextual determinants play a role in different ways. Role
models, expectations, stimulation, and support could affect the tendency to assimilate or
accommodate (Bosma & Kunnen, 2001, p. 62). When exploration and change, as well as
stimulation of and support for exploration and change play a role in the development, the
chance that accommodation will occur increases significantly (Bosma & Kunne, 2001, p.
62).
Day et al. (2009) noted a common thread running through identity theories is that
individuals are not likely to work on identity development if they are not ready or open to
being influenced by the information through feedback or self-reflection. In the same
respect, development is likely to be halted if the environment is not safe or supportive.
The presence of role models, expectations, and support are most conducive for identity
development (Day et al., 2009). Additionally, identity development is more easily
attained through positive outcomes of a previous experience.
Healthy identity development is a process that includes assimilation into an
environment and identity adjustment (Day et al., 2009). Upon joining a group or entering
a community, an individual modifies comprehension and interpretation of context to be
consistent with one’s personal beliefs, but also makes adjustments to his or her identity
through this process (Day et al., 2009). Over assimilation could lead to reality distortion
while a complete focus on accommodation possibly resulting in chaos and superficial
commitments (Day et al., 2009).
Kegan (1982, 1994) found that an individual’s overall identity is composed of
sub-identities that expand, define, and integrate through experience, self-reflection, and
13

discourse. Development then occurs as individuals experience increasingly complex
situations and can effectively deal with those situations and incorporate those experiences
with self (Kegan, 1982, 1994). Kegan (1994) theorized that stages of development occur
in “orders of consciousness” (p. 10), through which an individual’s self moves from
subject to object, gaining greater freedom from prescribed beliefs and principles. In
doing so, Kegan (1994) asserted, “We do not just passively ‘copy’ or ‘absorb’ already
organized reality; instead, we ourselves actively give shape and coherence to our
experience” (p. 199).
Longerbeam (2004) contended that Kegan’s model corresponds with the model of
leadership identity development (LID) theorized by Komives et al. (2005), calling the
stages between the two models “remarkably similar” (p. 13). In particular, Longerbeam
(2004) compared the shift that occurs between Kegan’s third and fourth orders of
consciousness, characterized by a move from differentiation to integration (Kegan, 1994),
to the emergence of leadership identity, according to the LID model. Defending that
assertion, Kegan (1994) wrote:
As students move through the process of leadership identity development, they
are developing greater levels of complexity, and greater awareness of the
interdependence of all systems. As they develop this complexity, they are able to
create their own meanings. They are then able to translate this meaning into
meaning for their organizations. (p. 12)
Chickering (1969) proposed a psychosocial theory of student development in
which the vector of “establishing identity” is seen as dependent upon vectors that include
not only “developing competence” and “managing emotions” but also “moving through
autonomy toward interdependence” and “developing mature interpersonal relationships”
(Chickering & Reisser, 1993, pp. 45-48). Chickering’s theory can be used to understand
how traditional-aged college students can stray from the healthy human development
14

track. In each of the seven vectors students need to develop certain skills in order to move
on to the next vector.
Chickering’s seven vectors’ developmental theory was first published in 1969
when the growth of student development theories was at a rise (Chickering, 1969). In
1993, he, along with Linda Reisser, a Dean of Student Services at Rockland Community
College, revised and updated the theory. The 1993 edition included the following vectors:
developing competence, managing emotions, moving through autonomy toward
interdependence, developing mature interpersonal relationships, establishing identity,
developing purpose, and developing integrity (Chickering & Reisser, 1993).
Developing competence includes intellectual, physical and manual, as well as
interpersonal qualities. An intellectual level competence requires an individual to build
skill using analytical and comprehensive thought. This process includes forming points of
view in dealing with life experiences. The physical and manual aspect may involve
athletic and artistic achievement, coupled increases in self-discipline, strength and fitness,
competition, and creation. Interpersonal characteristics include listening, understanding,
communicating, and functioning in different relationships (Chickering & Reisser, 1993).
The second vector of Chickering’s theory is managing emotions. Managing
emotions is important so that feelings such as anxiety, anger, depression, desire, guilt,
shame, and embarrassment do not become extreme to the point where they interfere with
educational proceedings. Knowing and becoming aware of these emotions at their
minimum and maximum levels and finding ways to cope with them are essential to
moving through this vector (Chickering & Reisser, 1993).
The third vector of the developmental theory is referred to as moving through
autonomy toward interdependence. The transition from autonomy toward
15

interdependence requires emotional and instrumental independence. Emotional
independence occurs when there is a separation from a support group, such as parents,
peers, and teachers. One must accept voluntarily to lose the support group to strive for
one’s goals in life and express his/her own opinions. A student achieves instrumental
independence once he or she is able to organize activities and learn how to solve
problems on his or her own. Thus, thinking up ideas and then putting those ideas into
action is instrumental independence (Chickering & Reisser, 1993).
Developing mature interpersonal relationships is the fourth vector. Two aspects of
this vector are “(1) tolerance and appreciation of differences and (2) capacity for
intimacy” (Chickering & Reisser, 1993, p. 48). Tolerance is both intercultural and
interpersonal. Openness for the understanding of a person for what qualities her/she
possess, instead of stereotyping, is an increase in tolerance. The capacity for intimacy
factor entails moving from a significant amount of dependence on others toward an
interdependence between people in one’s environment (Chickering & Reisser, 1993).
The fifth vector is establishing identity. This vector is important because it
encompasses development that occurs in the first four vectors (Chickering & Reisser,
1993). The development of identity includes the following:
(1) comfort with body and appearance,
(2) comfort with gender and sexual orientation,
(3) sense of self in a social, historical, and cultural context,
(4) clarification of self-concept through roles and life-style,
(5) sense of self in response to feedback from valued others,
(6) self-acceptance and self-esteem,
(7) personal stability and integration. (Chickering & Reisser, 1993, p. 49)
16

Knowing one’s self and the attitudes towards one’s self is important in establishing
identity.
Developing purpose is the sixth vector. Developing a purpose for why one attends
college varies and depends on careers goals, personal aspirations, and commitments to
family and other aspects of one’s own life. Decisions must be made to learn to balance
career goals, personal aspirations, and commitments to family and self (Chickering &
Reisser, 1993).
The seventh vector of Chickering’s theory is developing integrity. Integrity for
one’s beliefs, values, and purposes must be established. Also, thinking about others’
beliefs and points of view and the willingness to preserve self-respect while monitoring
behavior is important in college students’ development (Chickering & Reisser, 1993).
If students are not engaged in the college community nor provided the
educational experiences they will need in order to develop the skills and characteristics
described in each of Chickering’s vectors, then their development will slow or come to a
halt until they are exposed to the things they need to continue developing. This process
corresponds with the second of three stages in the development of self, as theorized by
Baumeister (2000), that of “interpersonal membership, whereby the self develops amid
interpersonal relationships and serves to connect the physical organism to social
networks” (p. 9).
Research findings can be applied to Chickering and Reisser’s (1993) student
development theory. For example, living away from home increases leadership and
interpersonal skills and cultural awareness (Ortiz, 1999). Therefore, a student moves
towards interdependence. Another research finding by Chickering and Kytle (1999)
found that students living at home are “less fully involved” (p. 35) in social, academic, or
17

extracurricular activities in school with others as compared to those students who live in
the dorms. To an extent, all colleges encourage students to move along the “developing
competence” vector, particularly in the development of intellectual competence. All
students develop a substantial amount of interpersonal competence, unless a student
remains totally isolated from all social events. Developing interpersonal competence is
due to the amount of people a student meets throughout his or her college life, whether in
class or outside of class (Chickering & Reisser, 1993).
According to Josselson (1987), relationship to others is critical to identity
development because “contrasting ourselves with others heightens our sense of what is
uniquely individual. Often, we learn who we are by discovering our differences from
others and by finding out how we may distinguish ourselves from those we feel most
like” (p. 11). The importance of relationships in establishing identity is further reinforced
by the additional vectors in Chickering’s seven-vector model. Those of “developing
purpose” and “developing integrity” (Chickering & Reisser, 1993, pp. 50-51) are more
related to identity development since these activities generally support the establishment
of commitments and help guide behavior in a world of diverse realities.
Evans (1995) found the development of female college students differs from the
development of male college students . One example of the difference is that women tend
to rate interpersonal relationships to be more important than men do (Evans, 1995).
Female college students have the tendency to have a rating higher on scales of intimacy
than male college students. Studies at Historically Black Colleges and Universities
(HBCUs) showed that female African American students had higher scores on
developing mature interpersonal relationships, autonomy, and purpose in life than male
African American students (Evans, 1995). There is speculation as to whether
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Chickering’s theory can be applicable to students who are not Caucasian and middleclass. Some speculation has been acknowledged as to whether psychosocial development
may be postponed for African American students due to their prioritizing of development
of their race identity (Evans, 1995).
Passing through Erikson’s stages of human development and Chickering’s vectors
are central to growth and change. In both theories individuals, need to develop skill and
competencies to move on to the next stage or vector. For college students, the opportunity
to develop skills and competencies is created both by academic programs and cocurricular programs. College students can actively participate in academic programs and
student involvement experience to develop the skills and competencies that support the
need to move to the next stage or vector.
Levinson (1986) suggested that much of meaning making in life involves
incorporating past experiences with the current life stage. Transitions at times are
marked by public recognitions in forms of rite of passages conceptualized through a
coming of age (Levinson, 1986). Socialization can serve to facilitate a role or identity
transformation. Socialization may be a formal program that takes place within an
organization or can be informal (Day et al., 2009). Whether it is defined or not and
despite what form it may take, organization socialization can be a primary way in which
individuals adapt to roles within an organization (Chao, O’Leary-Kelly, Wolf, Klein, &
Gardner, 1994).
Social Identity
In addition to personal identity, identity can be developed through social group
membership. Social identity theory examines the role of a collective self in group and
intergroup processes and creates a connection between collective experiences and
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individual beliefs and behavior (Hogg & Ridgeway, 2003). Personal identity is described
as individual attributes such as traits and abilities while social identity comprises various
group classifications (Ashforth & Mael, 1989). Tajfel (1981) saw social identity theory
as the component of individual concept that is created from his or her knowledge of
membership of a social group or groups together with emotional significance and value
attached to that membership.
Wren and Mendoza (2004) stated that collective identity is group where as one’s
own public identity is cast from the individual comprehension of group membership
resulting in social identity. Individuals maintain positive and enhanced self-esteem
through a positive view of the collective identities from which they are involved (Wren &
Mendoza, 2004). Social identity can be developed through increasing clarity of group
membership and distinguishing between group and individual identity (Day et al., 2009).
Crocker, Luhtanen, Blaine, and Broadnax (1994) noted that collective self-esteem
can be derived from various perceptions of group membership including feelings about
contributing membership, group value, and the idea others value the membership.
Crocker et al. 1994 found these factors to decrease depression and hopelessness and
improve esteem and satisfaction. Cameron (1999) also found that centrality of these
experiences and an in-group effect contributed to life satisfaction and greater self-esteem.
Implications for Leadership Development
Identity development is important to leadership development for several reasons.
First, developing an identity supports demonstration of important leadership behaviors.
Baumeister (1995) stated that the two most important functions of self are as an
interpersonal tool and an aid to decision making. The need for interpersonal skills and
decision making has long been recognized in the leadership literature. In their Normative
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Decision Model of Leadership, Vroom and Yetton (1973) focused on how a leader’s
approach to decision making varies by situation and can be impacted by decision quality
and acceptance by followers. Interpersonal skills are necessary to communicating a
vision and motivating, directing and supporting followers as well as interacting with
other leaders and superiors (Day et al., 2009).
Much of leader development can be connected to personal and identity
development. Day and Lance (2004) investigated the importance of integrating leader
identity into one’s personal ideas and beliefs. Researchers discovered how leaders
developed as one’s sub-identity becomes differentiated, more complex and subsequently
integrated (Day & Lance, 2004). Effective leadership development is a combination of
differentiation and integration of leadership and personal experiences, as well as values
and confidence (Day & Lance, 2004). Intentional and purposeful reflection and
integration need to take place in order for leadership development to occur and benefits to
be realized (Birdi, Allan, & War, 1997). As noted by Gollwitzer (1986), the development
of self is dependent on self-reflective thoughts.
Common to theories of identity development is the concept of being self-aware.
Loevinger et al. 1985 contended that emerging self-awareness and conceptualization is
thought to occur in the fifth stage of development or the self-aware ego stage. This stage
is theorized to occur early in adulthood; however, according to researchers a majority of
adults do not progress much beyond this stage (Loveinger et al., 1985). .
Achieving personal awareness is often identified as an important step to
leadership development and success. Lord and Hall (2005) described leadership
development as the process of improving the fit between leadership duties and
individual’s personal identity. Personal awareness contributes to this development by
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requiring an individual to assimilate and accommodate his or her identity to
environmental conditions or opportunities (Day et al., 2009). Self-awareness provides
the leader the ability to ascertain strengths and recognize weaknesses supporting personal
growth and continuous learning (Lord & Hall, 2005).
Lord and Hall (2005) believed that as leaders develop their identities, they will
eventually move from focusing on individual to relational and then to group foci. The
leadership perspective is thought to change from minimally inclusive (individual
considerations) to the larger inclusive (group considerations). Additionally, Luhrmann
and Eberl (2007) stated an identity negotiation period occurs where leaders and followers
remain sensitive to social feedback and subsequently cognitive resources (thinking and
reflecting) about who they are and who others think they are.
Kark, Shamir, and Chen (2003) noted the importance of follower identification
with effective leadership. Kark et al. (2003) demonstrated how transformational
leadership was positively associated with follower dependence and empowerment.
According to Avolio (1999), a significant outcome of leadership skill development
should be to encourage growth of a transformative nature among followers. Avolio
(1999) later adds, “Leadership comes from who you are, what you do, and how it affects
people’s ability to achieve their full potential” (p. 10). From this viewpoint, although the
leader plays a crucial role in initiating change, both leaders and followers come to be
“inextricably bound together in the transformation process” (Northouse, 2009, p. 170).
Creating a larger social identity with the collective group may be more beneficial than
solely focusing on individual relationships. The leader must be cognizant of his or her
larger identity within the organization in order to achieve the desired outcomes. Lord and
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Brown (2004) indicated this “collective self” focus can instill high expectations and
confidence in turn supporting higher standards for overall group performance.
Leadership Development in Higher Education
The general mission of higher education has historically been to educate students
to be future leaders (Komives et al., 2007). Higher Education, by one account, is
supporting this effort by having an estimated 1,000 student leadership development
programs (Riggio, Ciulla, & Sorenson, 2003). Despite the existence of a larger number
of leadership development programs available today, there is little empirical investigation
into the benefits of those educational efforts (Kouzes & Posner, 2007).
Discussion about how leadership develops or occurs is not seemingly lost on
individuals and organizations. Northouse (2009) indicated a growing trend of individuals
who are seeking more information about becoming leaders as a way to improve how they
present themselves to others. Businesses are increasingly seeking individuals with
demonstrated leadership abilities because those individuals may give their organizations
that unique competitive advantage. Thus, we have entered what Lawler (2001) referred to
as the “era of human capital,” in which today’s organizations realize the critical
importance of “organizational capabilities and core competencies”(p. 15); both of which
can be supplied only by the human resources of an entity.
Gaining a greater understanding of the processes by which leadership identity is
formed offers the potential to advance teaching and learning about leadership. Gardner
(1995) suggested:
For every effectively functioning leader in our society, I would guess that there
are five or ten others with the same potential for leadership who have never led or
perhaps even considered leading. Why? Perhaps they were drawn off into the
byways of specialization. . . Or have never sensed the potentialities within them.
(p. 7)
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In further exploring processes which support leadership identity development,
Northouse (2009) suggest those in a position to advance the growth of others may be
better equipped to encourage development of leadership through a “highly sought-after
and highly valued commodity” (p. 1). Exploration of the possible influences on and
processes by which leadership identity develops may provide greater insight into the
attributes, behaviors and relational approaches of individuals seen as leaders. Such
research may contribute to an improved, generalized ability to identify and replicate
leadership skills and behaviors to the benefit of people and organizations. Gaining a
better understanding of leadership, stated Wren (1995), “permits one to realize the real
end of leadership: the achievement of mutual goals which are intended to enhance one’s
group, organization, or society” (p. xi). Burns (1978) contended, “One of the most
universal cravings of our time is a hunger for compelling and creative leadership” (p. 1).
To the degree that may be true, learning more about how individuals come to an
awareness of their abilities to practice effective leadership may enable the reproduction
and refinement of the qualities of such leadership for the sake of greater organizational
and individual success.
Student Leadership Development
Student involvement within co-curricular opportunities is directly proportional to
the richness and magnitude of learning experiences, as well as to their personal
development during college years (Astin, 1985). Astin’s (1993) theory of student
involvement refers to the “amount of physical and psychological energy that the student
devotes to the academic experience” (p. 518). Astin (1993) stated a highly involved
student is one who devotes “considerable energy to studying, spends much time on
24

campus, participates actively in student ‘organizations, and interacts frequently with
faculty members and other students” (p. 518). “The theory suggested that student
involvement is a function of three symbiotic forms: involvement in academics,
involvement with faculty, and involvement with student peer groups” (Engberg &
Mayhew, 2007). These forms work together to increase student engagement and
subsequently student satisfaction development and retention (Engberg & Mayhew, 2007).
Astin (1993) noted that growth in autonomy, self-esteem and communication skills are
the result of increased personal development derived from organization involvement.
Kuh (1991) found that students actively participating in co-curricular activities report
higher levels of leadership and communication skills and are able to develop
interpersonally and learn transferable skills.
A variety of outcome measures, including institutional satisfaction, grades, and
retention have been linked to extracurricular involvement (Pascarella & Terenzini, 1991,
2005). Attinasi (1989) found the extent of academic and social integration influences the
probability of persistence. “A student’s interaction with others is important for his or her
persistence in college,” notes Attinasi (1989), “ because it assists the student in
developing specific strategies for negotiating the physical, social, and cognitive/academic
geographies” (p. 267). Reason (2009) described involvement peers as another form of
social integration to the institution. This peer environment provides the student with “a
sense of the place that communicates institutional values and behavior expectations in the
social and academic climate of the institution” (Terenzini & Reason, 2005, p. 215).
External influences could also play a large role in whether a student gets involved
in leadership opportunities or considers themselves a leader (Shertzer & Schuh, 2004).
Student leaders often receive support from adults, encouragement and are exposed to
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multiple opportunities that influence their growth (Shertzer & Schuh, 2004). Astin and
Astin (2000) stated this involvement with adults may influence a student’s efficacy in
regards to leadership.
How a student defines leadership could contribute significantly to whether or not
she perceive themselves as a leader (Shertzer & Schuh, 2004). Bass (1990) stated “There
are almost as many different definitions of leadership as there are persons who have
attempted to define the concept” (p. 11). There tends to be varying degrees of
understanding of what leadership actually is as observed by some researchers. Burns
noted (1978), “Leadership is one of the most observed and least understood phenomena
on earth” (p. 2).
The literature on college students and leadership development suggest there was a
subset of studies that explore leadership in identity based contexts. Some of this literature
approach the topic in a theoretical or practical fashion (e.g., Arminio, 1993; Liang, Lee,
& Ting, 2002) or relate cultural or gender factors to existing leadership theories (see
Kezar & Moriarty, 2000; Komives, 1994; Romano, 1996). Common themes across the
leadership literature include the development of generalizable leadership skills,
reluctance to take on the title “leader” among peers and a group-based rather than
individual approach to leadership.
Boatwright and Egidio (2003) investigated the influence of psychological
variables upon female college students’ aspirations for leadership positions in their future
careers. The data were gathered from 213 undergraduate women attending a
predominantly White, selective liberal arts college in the Midwest. Leadership aspirations
were measured by responses to the Career Aspiration Scale. Researchers discovered that
connectedness needs, gender roles, self-esteem and fears of negative evaluation
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accounted for a significant amount of variance in predicting college women’s leadership
aspirations. Boatwright and Egidio (2003) found that college women before entering the
corporate world may have perceived leadership roles as a context in which interpersonal
connections can be constructed and safely maintained. However, researchers contend that
women who have a strong need for connections and affirmed leadership aspirations will
work in environments in which a hierarchical, authoritative leadership style is still
embraced and favored (Boatwright & Egidido, 2003). Consequently, women may not
decide to pursue these autocratic leadership roles. Boatwright and Egidio (2003)
suggested that young women need a language for declaring their aspirations and
responding assertively to forces likely to counter their aspirational voice.
Harper and Quaye (2007) researched the ways in which membership in student
organizations, at both Historically Black Colleges and Universities (HBCUs) and
predominantly White institutions; provide space for Black identity expression and
development. Research revealed the selection of venues for out-of-class engagement, and
the use of student organizations, were used as platforms for racial uplift and the advocacy
of racial/ethnic minority student interests (Harper & Quaye, 2007). Harper and Quaye
(2007) found that cross-culturalcommunication was the most significant skill gleaned in
these participants as a result of these experiences. Students stated they had successfully
learned how to work with people whowere different in terms of race, ethnicity,
nationality, sexual orientation, ability,socioeconomic status,and religion as well as
became generally interested in meeting peers who could offer different points of view
(Harper & Quaye, 2007).
Guiffrida (2003) stated that student organizations provided African Americans
opportunities to comfortably associate with other African Americans. Guiffrida (2003)
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noted that for African Americans, student organizations provided them opportunities to
socialize with others who were familiar with and created a connection to the institution.
This kind of involvement allowed students to assimilate into the institutional community
by providing a connection through their own cultures. This ultimately helped African
American students navigate the social integration process.
Past leadership studies on identity development for minority student organization
leaders appear to suggest these students are more likely to reject the title of leader.
Arminio et al. (2000) noted, “Contrary to the conventional leadership literature . . . and
leadership program marketing information, which glorifies and encourages leadership
practices most participants did not consider themselves ‘leaders.’ Many students resented
the term ‘leader’ even being used to describe them” (Arminio et al., 2000, p. 500).
Subjects communicated they felt that the leader label separated them from other members
of their racial group or marked them as someone who had sold out to an oppressive
system (Arminio et al., 2000 pp. 500–501).
Another theme that emerged across studies of identity-based leadership were
students focusing on organizational development and not concentrating on individual
growth.. Student leaders of color “articulated a strong group responsibility for becoming
involved” and “virtually all students interviewed discussed the importancee of the team
or the group” (Arminio et al., 2000, p. 503). Further, when asked to describe their best
leadership experience, “most discussed their group’s best accomplishment rather than
what they individually did” (Arminio et al., 2000, p. 504).
Underlying the notion of developing an identity as “leader” lies a complicated
array of personal values, group norms, cognitive development, and perceived need to
realize a particular vision (HERI, 1996; Komives et al., 2004, 2005; Komives et al.,
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2006). In the 1990s, research on student leadership gave rise to a handful of models of
leadership and development that incorporate these factors. There were two in particular
that made major contributions to scholarship and practice and feature nonhierarchical
leadership in postsecondary settings: the Social Change Model of Leadership
Development (HERI, 1996) and the Relational Leadership Model (Komives et al., 1998).
They form a foundation for an emerging model of Leadership Identity Development
(LID) (Komives et al., 2004) that is the conceptual framework for the leadership
development portion of the study.
The Leadership Identity Model (LID) Model
Komives et al. (2004) asserted, “Understanding the process of LID is central to
teaching leadership and facilitating the learning of leadership” (p. 1). The researchers
have proposed a leadership identity model (LID) model that will be useful for exploring
the experiences of Greek student leaders. The model, developed from a grounded theory
study of undergraduate student leaders, includes six stages of leadership identity, defined
as a personal and social identity incorporating awareness that [one] can make a difference
and can work effectively with others to accomplish change” ( p. 1). As an individual
moves through the stages, she comes to an increasingly complex, deeper understanding of
leadership, community, and self in relation to others (pp. 2–3).
Leadership, as viewed through a post industrial lens, (leadership as a collaborative
effort versus the work of one individual) (Rost, 1993), is a relational process where
organization members, consisting of both leaders and participants, work toward a goal of
social change for the common good (Heri, 1996; Komives et al., 2006). Komives et al.
(1998) similarly describe “relational leadership as a process of people together attempting
to accomplish change or make a difference to benefit the common good” (p. 210).
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Relational leadership model, as discussed by Komives et al. (2005), incorporates
elements of both a behavioral and relational nature. The Relational Leadership Model
(Komives et al., 1998) includes five components and is illustrated in Figure 1:
1) Empowering – encouraging members to actively engage and get involved;
2) Purposeful –committing to a common goal or activity;
3) Process-oriented – being aware of the way a group interacts and the impact it
has on the group’s work;
4) Inclusive – understanding, valuing, and engaging all aspects of diversity; and
5) Ethical – being guided by a system of moral principles.

Figure 1: The Relationship Leadership Model
Adapted from Exploring Leadership: For college students who want to make a difference
( p.33) Komives, S. K., Lucas, N., & McMahon, T. R., (1998). San Francisco: JosseyBass.
Each component of the relational leadership model suggests an orientation toward
group membership. Fraternities and sororities provide multiple opportunities for
relationship leadership to happen and possible influence one’s identity. Fraternities and
sororities have long established rituals, aspirations and traditional activities that engage
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membership at all levels. New members are attained every year and invited to participate
in many engagement opportunities. Greek organization members are invited to learn and
appreciate each as unique brothers and sisters who have come together in a certain type
of socially constructed environment. I am interested in how engagement in this
environment influences the development of leadership identity.
Komives et al. (2005) developed a Leadership Identity Model (LID) using a
ground theory approach. The purpose of the grounded theory study was to understand the
process a person experiences while creating a leadership identity. The grounded theory
study resulted in the identification of a developmental process how students situated
themselves in the construct of leadership over time. Komives et al. 2005 found five
categories of influences that impacted anddescribe them as the following:
1. Broadening view of leadership: Student’s view of leadership changed from
perceiving leadership as the external other, as positional, and then as nonpositional that included an interdependence among members;
2. Developing self: This period included deepening self-awareness, building selfconfidence, establishing interpersonal efficacy, applying new skills and expanding
motivations;
3. Group influences: Students in this engaged in groups, learned from membership
continuity and the changing perception of groups;
4. Development influences: Student influences here included adult, peer, meaningful
involvement and reflective learning;
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5. Development of self and group influences: this influence of being dependent on a
leader, independent of others and then creating and experiencing interdependence
with others (p. 18).
The LID model is a stage-based model and entails students progressing through one
stage before beginning the next. However, researchers discussed stages being more than a
linear representation, but also cyclical (Komives et al., 2005). As development occurs
through the stages, it proceeds in acircular manner. Komives et al. (2005) represented the
LID Model in six stages of development:
(1) Awareness: Students recognized that leadership is happening. They saw
national or historical figures as leaders; (2) Exploration/Engagement: Students
began to experience themselves interacting with peers by seeking opportunities to
explore their numerous interests; (3) Leader identified: Students believed that
leadership was a position and therefore, the person in that position was the leader;
(4) Leadership differentiated: Participants differentiated their view of leadership
and saw it as an individual as a positional leader, but also saw leadership being
exhibited by non-positional members. Leadership also began to be thought of as a
process; (5) Generativity: Students showed an ability to look beyond themselves
and as expressing a passion for their comments and care for the welfare of others;
(6) Integration/Synthesis: Students integrated their view of themselves as
effective in working with others and had confidence they could do that in almost
any context. They did not need to hold positional leadership roles to know they
were engaging in leadership. (pp. 405-406)

32

Each stage in the model ended with a transition that signaled the beginning of the next
stage. This transition was marked by a shift in thinking, a gradual process of letting go of
old ways of thinking to trying new ways of conceptualizing leadership (Komives et al.,
2005).
Researchers found that students held hierarchical views of leadership when they
came to college (Komives et al., 2005). Their philosophy of leadership entering college
appeared to be more consistent with such traditional approaches as trait, behavioral and
situational (Komives et al., 2005). As they began to view themselves as interdependent
with others, they shifted their view of leadership to something many in a group do and
process among people (Komives, et al., 2005). Komives et al. (2005) also found that
students having experiences with people different from them was a crucial pathway to
interdependent stages of leadership identity
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Figure 2. Developing a leadership identity: Illustrating the cycle
Komives, S.R., Longerbeam, S., Owen, J.E., Mainella, F.C., & Osteen, L. (2006). A
leadership identity development model: Applications from a grounded theory. Journal of
College Student Development, 47, 401-420.

The LID Model theorized by Komives et al. (2006) puts forth four dimensions of
developmental influence that foster leadership identity formation. These developmental
factors are: adult influences, peer influences, meaningful involvement and reflective
learning. Komives et al. (2006) termed adult influences (family, older peers, teammates,
and group members) as models and mentors, meaning makers and friends. The
sponsorship of adults or older peers was noted as especially important for students of
color. (Komives et al., 2006) Peer influence was defined as those individuals who served
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as role models and persons to emulate for students while developing their leadership
identity. Many students referred to older peers as the reason they got involved or
assumed a leadership role. Meaningful involvement included experiences that served as
the training ground where leadership identity evolved. These experiences helped clarify
personal values and interests, and helped students experience diverse peers, learn about
self, and develop new skills. Reflective learning was structured opportunities for critical
reflection, such as journaling and meaningful conversations with others. This included
activities such as retreats or classes where students intentionally learned about leadership
and provided a new language that aided in their development (Komives et al., 2005).
Komives, Longerbeam, Mainella, and Osteen (2009) discuss how the LID is
informed by integrating their theory with other student development theories, which in
turn provides an opportunity for a holistic understanding of the student. Leadership
educators can draw on multiple forms of student development theory in order to
recognize the complexity of individuals (Komives et al., 2009). The researchers focused
on four theories of development in order to support a multileveled approach to
comprehending leadership development in college students: (a) psychological
development; (b) cognitive development; (c) developmental synthesis; and (d) social
identity theory (Komives et al., 2009).
Psychological theory addresses the psychological and social development of
college students. As mentioned earlier, the most widely used theorist in psychosocial
college student development is Chickering (1969), who outlined a series of seven
developmental milestones that he called “vectors,” roughly corresponding with linear
stages of development. The core developmental task for college students in the
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Chickering theory is establishing identity, which is the fifth vector. In an update of the
theory, Chickering and Reisser (1993) noted that identity encompasses and builds upon
all of the previous stages in the developmental theory. Identity establishment is
characterized by a clear, comfortable, and secure sense of self, such as that achieved in
advanced stages of leadership development. Establishing identity most closely aligns in
the LID model with the achievement of stage four, leadership differentiated, in which
students were secure enough in their self to collaborate and appreciate differences
(Komives et al., 2009).
In cognitive development, the students’ intellectual and moral development is
addressed. It is important to note that the concept of learning referred to in this paper is
what is described Learning Reconsidered as a “comprehensive, holistic, transformative
activity that integrates academic learning and student development, processes that have
often been considered separate, and even independent of each other” (NASPA/ACPA,
2004 p. 18). This approach to learning leads to applications of developmental synthesis
theories.
In developmental synthesis theories, integration is made between cognitive and
psychosocial development (McEwen, 2003). Kegan’s (1994) orders of consciousness are
a developmental synthesis theory in which development occurs through meaning making.
Essentially, individuals create meaning by recognizing differences from a previous stage
(Kegan, 1994). Kegan (1994) stated that differentiation of the self always precedes
development and we must come apart through the crises of modern life before we put
ourselves back together. In the LID model, students may experience the crisis of
leadership by realizing a limited hierarchical understanding of leadership may not
accomplish group objectives. The student leader may have to resign due to lack support
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from followers because of leadership efforts and comprehension. Subsequently, students
would have to shift from a positional view to a process comprehension of leadership in
order to continue involvement and participate in future leadership opportunities. The
leadership crisis would create a new understanding and moving into a new stage of
personal leadership development.
In Social Theory, identities reflect one’s membership in groups of commonality
(Hogg, 2001). Leader identity can then be viewed as a type of social identity. Hogg
(2001) describes this process as a social identity theory of where leadership “as a group
process is generated by social categorization and prototype-based depersonalization
processes associated with social identity” (p. 184). Group identification becomes a “self
category” in which leader influence becomes a reality through depersonalized social
attraction processes that make followers agree and comply with the leader’s ideas and
suggestions (Hogg, 2001). Here, self is replaced with group identification which in turn
creates the leader and follower process. In the LID model, the student shifts one’s
thinking about leader identity developed from holding a view of the leader as positional
to the leader being anyone engaged in a leadership process (Komives et al., 2009).
However, from a social constructionist perspective, approaches to identity development
must consider how identity is socially constructed, historically, politically and culturally
in relation to its impact in the LID model (Komives et al., 2009).
Greek life and Leadership Development
One of the primary purposes espoused by fraternal organizations, that is,
leadership development through membership in the fraternity and sorority community,
undergirds the present study. Thorsen (1997) found primary reasons for college students
to seek membership in a fraternity or sorority is to become more involved, have
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opportunities for leadership development, and the potential for mentoring from mature
adults, such as fraternity and sorority alumni. An examination of fraternity and sorority
mission and purpose statements demonstrates how often values associated with
leadership are emphasized in the workings of these groups (Harms, Woods, Roberts,
Bureau, & Green, 2006). Organizational values are prevalent in much of the publications
fraternal organizations provide to their potential members and interested parties (Harms
et al., 2006).
Scholars have studied leadership as a phenomenon; however, systematic
examination of the relationship between student leadership development and fraternity
and sorority membership is still lacking in the literature (Jelke & Kuh, 2003). Kelly
(2008) surveyed former fraternity chapter presidents approximately 10 years after college
and found these men believed their service in that role as a student dramatically impacted
their development as a leader (Harms et al., 2006). Additionally, contemporary
fraternities and sororities tout the primary benefits of membership as leadership
opportunities for college students (Beta Theta Pi, 2010; Pi Beta Phi, 2010).
Today, many argue that fraternities and sororities are an integral part of student
life (Asel, Seifert, & Pascarella, 2009; Center for Learning Outcomes Assessment, 2009;
Pike, 2003). With more than 550,000 undergraduate members and 9.6 million living
alumni worldwide, fraternities and sororities represent a substantial population of college
students on approximately 800 campuses (NIC, 2010). Particularly in the United States,
these organizations are both cherished by student and alumni members (NPC, 2001) and
typically disdained by non-members and members of the academy (Garrett, n.d.; Maisel,
1990).
Hayek, Carini and Day (2003) compared the levels of student engagement between
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fraternity and sorority members and other undergraduate students and their findings
concluded Greek members appeared to be equally and sometimes more engaged in
academically challenging tasks, active learning, student- faculty interaction, community
service diversity, and satisfaction . Results did indicate that Greek membership had
statistically significant and positive effects, which demonstrated Greeks were more
highly engaged than nonmembers, .on average(Hayek et al., 2003). Researchers pointed
to the following conclusions: (1) students who belong to Greek organizations do not fare
worse or, in many cases, fare better than other students in terms of their levels of
engagement in educationally effective practices; and (2) the overall favorable Greek
engagement effect generally applied to all segments of Greek membership, both men and
women, first year and continuing students (Hayek et al., 2003). Other suggested
conclusions included that perhaps various programs being implemented at local chapters
by national organizations and campus-based personnel are having the desired
impact.
African American men who are leaders in their respective Greek Letter
Organizations (GLO) “credit their organizations for surfacing their hidden leadership
qualities and strengthening their organizational and people skills” (Sutton & Terrell,
1997, p. 58). Many of the African American fraternity leaders in Sutton and Terrell’s
(1997) study “chose to share their leadership talents with agencies within the African
American community” off campus (p. 61). Adams and Kein (2000) noted in their study
of Greek leaders at three Midwest institutions that women rated their chapter presidents
higher than their male counterparts and also felt more strongly that the women were more
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effective leaders than the men. In contrast, male leaders felt more assured in their
accomplishments while followers were less certain (Adams & Klein, 2000). Researchers
cited the need for student affairs professionals to provide additional training in order to
increase, among student leaders, the leadership skill levels, the capacity to situational and
problem solving, increase self-awareness, and instill better delegating and networking
(Adams & Kein, 2000).
In a follow-up study at a single institution, DiChiara (2009) studied the difference
in leadership practices of fraternity and sorority members by organization and governing
council. DiChiara found no difference in the leadership practices of respondents by
organization, meaning leaders of organizations within the same council tend to behave in
similar manners. In respect to governing councils, DiChiara found that respondents who
were members of all-men organizations were more competitive and showed less respect
for others compared to respondents who were members of all-women organizations.
DiChiara suggested the differences might be due to gender rather than council
differences. The study did not differentiate between the leadership experiences of respondents. DiChiara also suggested that future researchers explore the differences in the
leadership experience of chapter officers and members who never served in an
established leadership position.
In their study on member perceptions of leadership within a fraternity, Harms et
al. (2006) found that while these organizations do provide the opportunity to advance
positions of heigharchial authority, the members who were recognized as positive
leadership examples were the individuals with the strongest commitment to the
organization and its members. On the other hand, leaders with formal positions tended to
demonstrate overt ambition and were not concerned with how others perceived their
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actions and thus for many were not identified as positive examples of leadership (Harms
et al., 2006). Researchers recommended that leadership training not only focus on
officers, but included members in order to support a broader organization comprehension
of leaders versus perception that is defined by attaining positions and serving on an
executive board (Harms et al., 2006).
Summary
In summary, this review of scholarly research in the areas of human identity
formation, leadership development, and co-curricular involvement, including Greek life,
is intended to help inform the discussion of the research topic. With the findings in these
areas as background, this researcher undertook primary research with the intent of
addressing the overriding question of: (a) How do the relationships formed through
fraternities and sororities contribute to identity development? (b) What are the key
influences that contribute to this development? (c) What are the key processes that
contribute to this development? and (d) What roles do advisors play in this development?
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Chapter 3
Research Design and Methodology
Methodological Framework
Qualitative methods, Strauss and Corbin (1998) asserted, can be used to “obtain
the intricate details about a phenomena such as feelings, thought processes and emotions
that are difficult to extract or learn through more conventional research methods” (p. 11).
Creswell (2003) recommends the research design provide a framework for the research
project. He identifies four components of a solid research design: epistemological stance,
theoretical framework, methodology and methods.
This study used a qualitative approach to comprehend and describe the
experiences of fraternity and sorority student leaders. Qualitative research requires the
researcher to become an instrument giving meaning to what is seen, heard and
experienced. Denzin and Lincoln (2000) state qualitative research is:
A situated activity that locates the observer in the world. It consists of a set of
interpretive, material practices that make the world visible. These practices
transform the world. They turn the world into a series of representations at this
level; qualitative research involves an interpretive, naturalistic approach to the
world. This means that qualitative researchers study things in their natural
settings, attempting to make sense of, or to interpret, phenomena in terms of the
meanings people bring to them (p. 3).
Studying the influence of fraternity and sorority membership on leadership
identity development among college students assumes a certain perspective. The theory
of social constructivism (Vygotsky, 1978) will shape my perspective regarding
fraternities and sororities and their influence on student development. Social
constructivists hold that individuals seek and create a subjective understanding of the
world in which they exist. Social constructivism looks at the ways social phenomena are
created, institutionalized, and made into tradition by humans. Social reality is a function
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of shared meanings; it is constructed, sustained and reproduced through social life
(Crotty, 1998). Reality is then reproduced by people acting on their interpretations and
their knowledge of it.
Fraternities and sororities provide opportunities for students to learn, make
meaning of knowledge, and to share values within a socially constructed context.
Students in these organizations actively construct knowledge rather than passively
received it. They interpreted what they learned and translated that into relationship
development meaning making and leadership development within the context of their
“social organization”. This researcher sought to examine how involvement in that social
organization contributed to leadership identity development. With a grounded theory
approach, utilizing multiple means of data collection and a coding process for data
analysis, this researcher attempted to answer the question of how relational leadership
efficacy/identity is developed within the Greek life experience.
Rationale for Grounded Theory
The research was undertaken within the framework of a grounded theory and
model of Leadership Identity Development (LID) by Komives et al. (2005) that
postulates the existence of five key influencers of leadership identity development across
six distinct stages of development. Given the exploratory nature of this study, intended to
gain a foundational understanding of the leadership identity development process, the
researcher will take a grounded theory approach to examining the topic. The purpose of
grounded theory, according to Creswell (2003) is to formulate a general theory about a
process or situation that is rooted in the perspectives of the individuals participating in a
study. Glaser and Strauss (1967) described grounded theory as a “systematic discovery of
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the theory from the data of social research” (p. 3). In doing so, they contend that a theory
cannot be separated from the processes by which the theory is created.
Grounded theory is a qualitative research methodology in which substantive
theory is derived through an ongoing process of continually reviewing the data, refining
questions, and re- evaluating these changes. The resulting substantive theory is a theory
that is applicable to a specific situation. Grounded theory involves a process where data
collection, analysis, and theory stand in close relationship to each other. One begins with
an area of study and what is relevant to that area is allowed to emerge” (Strauss &
Corbin, 1998, p. 12). The goal of the developed theory is to illustrate the basic social
processes engaged in by the participants in a particular setting. “People sharing common
circumstance and experiences shared meanings and behaviors that constitute the
substance of grounded theory” (Hutchinson, 1993). Strauss and Corbin (1998) comment,
“grounded theories… are likely to offer insight, enhance understanding, and provide a
meaningful guide to action (p. 12) .” Unlike other forms of qualitative research, where
the researcher may not want to develop preconceptions through extensive preparatory
literature review, grounded theory methodology requires that the researcher enter the
field familiar with the literature pertaining to the subject and related ideas (Glaser, 1978).
The emergence of themes and a sharper focus occur over time as the participants identify
their experiences to the researchers (Stern, 1994). The resulting theory “emerges as an
entirely new way of understanding the observations from which it is generated. It is this
understanding that permits the development of relevant interventions in the social
environment under consideration” (Hutchinson, 1993, p. 182). In my study, the focus
was on the phenomenon of leadership identity development through engagement in
Greek life organizations at a higher education institution.
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In order to draw theory from data, the researcher must be creative and open to
multiple possibilities throughout data collection and analysis. Strauss and Corbin (1998)
refer to this process as both a science and art. The researcher must “maintain a certain
degree of rigor by grounding analysis in data” while being creative in naming categories,
asking stimulating questions, making comparisons and extracting an innovative scheme
from raw unorganized data (Strauss & Corbin, 1998, p. 13).
In summary, utilizing qualitative research methods and more specifically
grounded theory provided a systematic approach to collection, analysis, and synthesis of
data leading to theory. From a constructivist standpoint, the findings from the data
created new understandings of student leadership identity development influenced by
Greek life experiences.
Selection of Participants
The sample came from a midsize public research institution in the Southern
region of the United States. This campus was chosen because of its diverse student body
and availability of students participating in the Greek life program. In order to meet the
challenge of applying the LID model, staff should encourage students to stay committed
to a group over time (Komives et al., 2005). Sustained group commitment allowed
students to observe and resolve group conflicts to begin to develop concerns about
generativity and sustainability (Komives et al., 2009). Researchers learned that students
had to remain in a group in order to reach the leadership differentiated stage (Komives et
al., 2005). In the leadership differentiated stage, participants change their view of
leadership from leadership only being exhibited by a power in a defined leader to
leadership being exhibited by non-positional members as well (Komives et al., 2005).
Participation in Greek life usually lasts more than a year and typically spans over a two to
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four-year period depending on the group chosen for membership. Therefore, Greek life
membership provides the sustained commitment to an organization that allows for
examination of identity development.
This study used a procedure known as intensity sampling to identify “intensityrich cases that manifest the phenomenon intensely, but not extremely” (Patton, 2002, p.
243). Students were identified as potential participants by student affairs professionals
who worked with students regularly and could recommend students based on the
following criteria:
1.) Having demonstrated a strong commitment to leadership education and
exhibited similar behavior as represented in the LID model.
2.) Working inclusively with others, demonstrating consciousness of group
process, empowering themselves and others to heightened involvement.
3.) Demonstrated commitment to ethical processes and are able to work to
common purposes.
4.) Have been involved in a fraternity and sorority for at least one year and held
at least one leadership position and are part of an Inter-fraternity Council
(traditionally Caucasian males), PanHellenic Council (traditionally Caucasian
females) or National Pan-Hellenic (traditionally African American students)
organization.
Selection Site and Sampling
Participants were students at Mid-South University (pseudonym) which has a total
undergraduate student population of 23,000. The Greek life program includes 25 chapters
and one interest group, and has been in existence for over 50 years. The University has
chapters from the women’s PanHellenic council, the National Pan-Hellenic council and
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the inter-fraternity council. Current Greek life membership is 1,000 which is
approximately 10% of the traditional college age student population at Mid-South
University.
Data Collection
The researcher submitted an IRB application to the institution and was granted
permission to conduct the study. Each participant was asked to provide informed consent
to ensure his and her understanding of an agreement to the terms of the research effort.
Specifically, participants were asked to sign and, in turn, receive a copy of an informed
consent form specifying: a) that their participation was completely voluntary and
confidential; b) that they could decline to answer any questions or end their involvement
at any time; c) that there was minimal risk to involvement; d) that their full names would
not appear on any research findings (that first names only or pseudonym first names
would be used, as each requested), and e) that coding would be used in data analysis to
ensure confidentiality. Prior to beginning data collection, the researcher provided each
participant with a de-briefing statement that outlined the purpose of the research effort
and provided a reassurance of confidentiality in the handling of all research data.
Interviews. In-depth interviewing was the primary methodological tool for
conducting this research. Fontana and Frey (2000) describe interviewing as “one of the
most common and powerful ways we use to try to understand our fellow human beings”
(p. 645). In qualitative field research, interviewing typically follows a general framework
of inquiry rather than a rigidly ordered set of precisely worded questions (Babbie, 2004).
Pursuing lines of questioning in response to initial inquiries may draw out descriptive
details necessary for understanding the phenomenon more fully.
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To collect interview data, the researcher held a series of two interview sessions
with each participant. The sessions, lasting approximately one hour each, took place over
the course of approximately 3 months at locations of each participant’s choice. An
established interview protocol, including lists of prepared questions, shaped the inquiry.
An interview guide, as described by Lindlof (1995), “organizes a menu of topics to be
covered and leaves the task of determining their exact order and articulation to the
interviewer in the field” (p. 185).
The interview questions and responses followed the general sequence of that
provided by the protocol but incorporated flexibility with less rigid ordering of questions.
The questions were open-ended in design to allow for personal responses to various
dimensions of leadership identity development. The researcher took field notes and also
audio recorded the interview sessions, with the permission of the participants. All
interviews were transcribed by the researcher in a word-for-word format for the purpose
of analysis.
E-mail questionnaire. Students were also asked to answer an e-mail
questionnaire that included questions on basic demographic information and a personal
challenge experienced within their leadership positions. Researcher was seeking
information on disequilibrium experiences, communicated through student reflection that
may have contributed student identity transition.
Focus Groups. After the interviews were completed, the researcher then
conducted a focus group, approximately 1.5 hours in length, with the study subjects to
explore central topics further. With focus groups, Babbie (2004) notes, the dynamics of
an assembled group can draw out facets of a subject that may not emerge in the interview
process. The interaction and responses of the study subjects were captured by audio
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recording, with the permission of the participants. Questions for the focus group were
based on the main themes identified through analysis of data collected through
interviews. As with the interviews, the data emerging from the focus group was
reproduced in transcript form for analysis.
Data Analysis
Overall, the theoretical framework guides the entire study. This study involves focus
at three areas as described previously in the review of the literature and theory: 1)
influences of fraternity and sorority membership at the organizational level; and 2)
student identity development, and 3) identity development specifically as a leader. By
utilizing these areas to frame the interview questions, data was collected and analyzed
with significant intentionality.
To analyze the data obtained from the interviews and focus group, the researcher
applied the systematic approach known as open, axial and selective coding (Strauss &
Corbin, 1998). The first step, open coding, involves analyzing each transcript for
sentences or passages that convey single thoughts or notions. According to Strauss and
Corbin, the rationale for naming this process open coding is “to uncover, name and
develop concepts, we must open up the text and expose the thoughts, ideas and meanings
contained therein” (p. 102). As thoughts of importance were revealed through this initial
process, codes were assigned to aid in organization of themes and patterns of meaning.
Open coding revealed recurring themes relevant to leadership identity development. Data
were then be reexamined using those themes to create understanding within the context
of these student experiences.
In the second phase, axial coding, an effort was made to group the ideas that
emerged through the open coding process into concepts of a broader abstract nature. In
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this way, “events, happenings, objects, and actions/interactions” that are seen as having
related meaning can begin to be categorized along the lines of those meanings (Strauss &
Corbin, p. 102). In the final process, selective coding, the categories of concepts were
organized and refined to develop a theoretical framework that represented the central
phenomenon under study, that of leadership identity development.
To identify and categorize the many concepts that emerged from the data as fully
as possible, the researcher employed constant comparative analysis (Strauss & Corbin,
1998). This method of data analysis involving constantly comparing and connecting the
responses of each participant against those of the other study subjects as themes and
categories emerge.
Analytical memos were be used to explore the “patterned themes and to connect the
individual pieces of data across the entire data” (Johnson & Samdahl, 2004, p. 338). The
goal was to identify the leadership identity stories of these students.
Data Representation
Narrative vignettes were used to describe each identified theme. Details of the
leadership tales was lifted from field notes and from transcripts of the interviews
(Johnson & Samdahl, 2004). Pieces of data were organized around a theme that told an
analytic story (Emerson, Fretz, & Shaw, 1995; Van Maanen, 1998).
Trustworthiness and Rigor of Study
The credibility of the data collected was essential to establishing validity for a
research study. Guba (1981) suggests criteria for validity, or trustworthiness, in
qualitative research that includes credibility, transferability, dependability, and
confirmability. Lincoln and Guba (1985) describe credibility as being equivalent to the
quantitative notion of internal validity, transferability as being related to external validity,
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dependability as connected to the concept of reliability, and confirmability as equivalent
to objectivity.
In addition, I utilized member checks to ensure trustworthiness of the data. After
each interview was transcribed, I emailed each of the participants a summary copy of the
transcript and ask all of them to clarify answers to particular questions. This process
supported data and conclusions to be tested and checked by the individual participants in
the study (Lincoln & Guba, 1985). Each of the participants was invited to not only
review transcripts for accurate transcription, but I also shared an electronic draft of
chapters 4 and 5 pertaining to the particular participant.
Thick description also helped to ensure trustworthiness in this study as it defines
parameters of the research site, participants, and culture that allows for a deeper
understanding of the research setting and context (Lincoln & Guba, 1985). I presented the
perspectives and experiences of the fraternity and sorority leaders in the study through
brief profiles, thick description and direct quotations throughout the dissertation. Though,
I did not delve into components of identity formation such as race, gender, and
socioeconomic class, college students do not develop one piece of their identity, that of a
leader, in a vacuum. Through the profile of each participant, the students‘ perspectives on
leadership and membership, as well as a glimpse into the culture of their fraternal
organization, was accessible and allowed the findings to be clear and understandable in
terms of their context.
Kvale (1996) further develops the argument for validity in qualitative research by
suggesting that validity is inherent in quality craftsmanship of qualitative research. Kvale
contends that to validate is to check (to be critical of one‘s findings and aware of bias and
perceptions), to question (by ensuring the content and purpose of the research project
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precedes the method), and to theorize (to generate theoretical questions about the nature
of the phenomenon being investigated). The opportunity to check, question, and theorize
with several trusted colleagues and my dissertation chair provided crucial constructive
criticism that offers alternative explanations of the findings. Their critique and feedback
contributes beneficially to the final presentation of the findings, conclusions and
recommendations.
There are limitations to this study that may influence the findings. The purpose of
qualitative research is not necessarily to generalize to a larger population (Bogdan &
Biklen, 2003), this study is not intended to generalize findings to any other population but
to describe the experience of fraternal membership and leadership identity development
of members of several fraternities and sororities enrolled at one campus. Through an
effort focused on careful attention to the trustworthiness of the data, this research focused
on contributing to further development of the theory (leadership identity development in
particular) and the body of understanding that informs student affairs practice.
Limitations
Like any research that examines college students, there existed several
noteworthy limitations to this study. This study primarily considered only the influence
of organizational membership in a fraternity or sorority, and does not delve deeply into
issues specifically associated with gender, race, or socioeconomic class as related to
leadership identity development. Secondly, the theoretical framework I utilized in this
study depended heavily on stage-based models of development for consideration of
overall college student development and specifically leadership identity development.
Love, Bock, Jannarone, and Richardson (2005) argue that linear stage models of identity
development are not sufficient to examine and understand the intricacies of numerous
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identity elements. In addition, stage models presume an American world-view in which
the individual and autonomy are of the utmost merit, they assume that progressive
development occurs as individuals engage in an increasing level of independent thinking,
become more autonomous and less rooted in family ties, and reject authority (Chickering,
Dalton, & Stamm, 2006, p. 62). In addition, stage models assume each stage intimates a
higher or better way of thinking while moving toward increasingly abstract ways of
thought (Chickering et al., 2006).
Finally, the study is limited to nominated student leaders at one research
university with a relatively small residential fraternity and sorority community.
Institutional context, and size and type of fraternity and sorority chapters influence
college student development (Pascarella & Terenzini, 2005). As a result of this site
selection, the findings may not be relevant to other fraternity and sorority students at
other campuses, particularly those who are members of substantially larger, residential
chapters and those from campuses at which the fraternity and sorority community is
significantly larger.
Summary
A broad understanding of student development and a focus on leadership identity
development structured this study. The Leadership Identity Development (LID) model
(Komives et al., 2005) proposes five categories that influence the development of a
leadership identity through six stages. They include: 1) a broadening view of leadership,
2) developing self, 3) group influences, 4) developmental influences, and 5) a changing
view of one‘s self with others. For the purpose of my study, the category of development
influences highlight aspects of the participants‘ fraternity and sorority experiences and
guide the themes derived from data analysis. The major themes are organized in the
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following two chapters. Chapter 4, titled Relational Leadership in Fraternity and Sorority
Leaders, present participant profiles and actions and decisions in which the participants
themselves practice relationship leadership within the context of fraternity and sorority
membership. This chapter incorporates the findings as they relate to the LID categories of
a broadening view of leadership, self- development, and the participant’s changing view
of themselves as members of organizations. In chapter 5, Influences of Greek Life
Participation on Leadership Identity Development, presents the themes as they relate to
Komives‘ model categories of developmental influences. The LID Model theorized by
Komives et al. (2005) puts forth four dimensions of developmental influence that foster
leadership identity formation. These developmental factors are: adult influences, peer
influences, meaningful involvement and reflective learning. Chapter 6 provides final
conclusions and recommendations for further research and practice.
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Chapter 4
Relational Leadership Identity in Fraternity and Sorority Leaders
Chapter 4 presents a profile of each of the 12 participants who took part in this
study along with how they practiced relational leadership as a student leader. The
researcher found that each participant demonstrated evidence of relational leadership in
his or her own actions and behaviors. Table 2 outlines the core elements of the relational
leadership.

Table 2
Components of Relational Leadership
Component

Leadership Behavior

Empowering

Encouraging members to actively get involved.
Recognizing each member has something to contribute.
Committing to a common goal or activity

Purposeful
Process-oriented
Inclusive
Ethical

Being aware of the way a group operates and its vision
to achieve goals
Understanding, valuing, and engaging in all aspects of
diversity
Being guided by a system of moral principles

Source: (Komives, McMahon, & Lucas, 2007)

An individual profile of each participant offers a brief glimpse into their precollege experiences, pre-college adult influences, their values and learning and leadership
opportunities from fraternity and sorority membership. For each participant, a pseudonym
was given as opposed to using his or her real names. Findings from this study suggest
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that as students develop during their college years, they similarly develop an identity as a
leader that in part is supported by Greek membership. This chapter will begin with a
discussion about the relational leadership model and then follow with a description of
each participant.
Relational Leadership
Simply stated, relational leadership refers to a perspective on leadership that
focuses on the idea that leadership is a process of people together attempting to
accomplish positive change (Komives et al., 1998). Relational leadership is purposeful,
meaning there existed a commitment to a goal or activity. Leadership is also described as
the ability to collaborate and to find common ground with others in order to facilitate
positive change. Specifically, relational leadership encompasses the traits of being
inclusive, understanding, valuing the opinions of others , and actively engaging in diverse
views all of which adds multiple perspectives to a group‘s activity (Komives et al., 1998).
This view argues leadership is also empowering as group members receive
encouragement and rewards for actively participating in the governance, function, and
purpose of the organization. As a result, each member’s views are considered valuable
and encouraging to the overall group. Relational leadership is ethical, driven by values
and standards, and is good or moral in nature. Finally, relational leadership takes into
account the overall process for accomplishing the organization‘s purpose. Herein,
individuals interact with leaders and other participants and in turn work together to
accomplish change. This process creates energy, synergy, as well as momentum and
intentionality.
The Relational Leadership Model’s emphasis on empowerment involves creating
a learning-conducive climate or environment which allows and encourages all members
56

of a group to recognize that they have a right and a responsibility to take ownership in all
aspects of group operations (Komives et al., 2007.) A leader’s individual power is not as
strong as the power which lies in the group as a whole (Komives et al., 2007). As a
result, this group-based power approach should be shared with members who do not hold
a formal position with an official title (Komives et al., 2007). In this model, “power over
(autocratic approaches)” is less productive than “power with (collaborative approaches)”
and “power alongside (collegial approaches)” (Komives et al., 2007, p. 91). Furthermore,
those who do in fact have formal positions and hold official titles have a responsibility to
“empower others to do and to be their best” (Komives et al., 2007, p. 91). In other words,
helping each member reach his or her full potential is a goal relational leaders concentrate
on fulfilling. Although it may seem obvious, it is important to note that making members
feel as if they do not matter or making them feel humiliated or marginalized are
contradictory to empowerment, and therefore, should be avoided at all times (Komives et
al., 2007). The final important part of this aspect of the Relational Leadership Model
is self-empowerment. As mentioned previously, it is important for each person to
recognize he or she has a right and even responsibility to take ownership in all that the
group is doing.
The Relational Leadership Model’s emphasis on purpose involves clearly
defining a socialized vision, working towards a common goal, and bringing about
positive change (Komives et al., 2007). In contrast to a personalized vision, which is
projected onto a group by an individual member, a socialized vision is one that all
members of a group can relate to and help create (Komives et al., 2007). In relation to
working toward a common goal, this vision must be adequately communicated to all
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group members and participation in the effort to achieve this goal requires engagement
from all members.
The Relational Leadership Model’s emphasis on inclusion involves making every
member of the group feel welcomed, equal, comfortable, and having a voice. It also
means encouraging and providing an opportunity for group members to develop skills
and knowledge related to their strengths and using language that does not exclude
anyone (i.e., using ‘we’ instead of ‘I’) (Komives et al., 2007). Komives et al. (2007)
suggest that “individuals are important because they concurrently represent and influence
the whole” (p. 86). By including each member of a group in many ways possible allows
for him or her to feel as if they are a part of group; if individuals do not feel included,
then the group as a whole will suffer. Valuing individuality and diversity, having the
ability to look at a situation from multiple perspectives, respecting others, and listening
with empathy are also a part of a group’s commitment to inclusion (Komives et al.,
2007). Although it may seem surprising, being inclusive means acting inclusively toward
people who are outside of a group. In other words, groups need people who are not
members to support and advocate for them (i.e., groups should identify shareholders and
stakeholders (Komives et al., 2007). As a result, groups must educate others about their
goals, values, projects, etc.
The Relational Leadership Model’s emphasis on ethics implies that it is a model
dedicated to virtue, morality, and values. There were many definitions of words such as
ethics, virtue, morality, values, etc., however the underlying themes of all these
definitions is that they all involve pursuing that which “is good in nature” following
“rules or standards that govern behavior”, and not only knowing the difference between
right and wrong, but attempting to pursue what is right as much as possible (Komives et
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al., 2007. pp. 97-98). Komives et al. (2007) asserts that “our challenge today is to close
the gap between our expectations of ethical leadership and the reality of frequent
breaches of ethical conduct be our leaders” (p.99). One way in which leaders can begin
working toward closing this gap is to take responsibility for their own actions and lead by
example. The more frequently leaders live out their values and of the organization on a
daily basis, the more successful they will be at ‘modeling the way’ and the more others
will follow in their footsteps (Komives et al., 2007).
Finally, the Relational Leadership Model’s emphasis on process shows the
importance in the ‘hows’ of groups (i.e., “how the group goes about being a group,
remaining a group, and accomplishing a group’s purposes...how the group makes
decisions, and how the group handles the tasks related to its mission and vision”
(Komives et al., 2007, p. 103). Being process-oriented involves making actions, plans,
outlines, charts etc. (Komives et al., 2007). Similar to the above discussion on purpose, it
is also vital for processes be conscious and intentional; meaning, again, purposely
participating in a certain process is better than accidentally participating in that same
process, even if both scenarios result in the same positive outcome (Komives et al.,
2007). With process, groups cannot always concentrate on an end goal. They also have to
pay close attention to how to get there.
Participants
A total of 12 fraternity and sorority leaders who range in age between 18 to 22
and who demonstrated evidence of practicing relational leadership participated in this
study. By providing nominators with a description of relational leadership, I limited
participants to those students who comprehended leadership as a process among people
and not merely a position based in certain operational situations. This criterion was used
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to increase the likelihood that each participant had an enhanced understanding of the
possible or perceived impact his or her experience at the Mid-South University on their
leadership development.
Walter
Walter is a 21- year - old mechanical engineering major who was homeschooled
and has been balancing fraternity leadership with a full course load and a co-op position
at a local engineering firm. He came to the University because the institution offered him
the most money in scholarships. He commented that his pre-college life was relatively
sheltered because outside of school, his involvement was limited to playing for the same
baseball team for four years and some youth activities in church. He did value these
relationships, but also knew another world existed and craved for something beyond
those local experiences. He has a younger sister who attended the same institution, as
well as an older brother. However, his brother was suspended from the University for a
code of conduct violation he committed as a member of a fraternity. This behavior by his
older brother actually presented him with some initial significant apprehension about
joining a fraternity:
My older brother was at the University, but got into some trouble because of
something to do with a fraternity. So, that thing was always in the back of mind
when I thought about Greek life. I didn’t want to disappoint my parents by putting
them through the same trouble, but I was still interested in gaining new
experiences. It was a tough choice for me initially.
Walter eventually used the relationship he had established with another fraternity
member, who was recruiting him to join the organization, to both convince himself and
his family that joining the fraternity was the right choice and would be much different
than of his brother’s experience:
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I became pretty good friends with Shawn who recruited me. I saw him in other
situations besides just fraternity events. He was an orientation guide. He seemed
well liked and had friends beyond the fraternity. That was cool to me. He actually
helped me convince my mom it was okay to join. It was interesting because he
would always feed me these tips that I would gave right back to her to try to
swing her vote. She eventually felt comfortable enough to support my decision
and that was important to me.
Walter also discussed in depth how his parents initially shaped his leadership
experiences and how he still uses those influences in his current roles:
My mom taught me to be extremely organized because she was. She always
taught me how to set up my agenda for school and things that needed to be done
that day. It was an organizational thing and that really helped a ton in college
having a planner and everything. My dad is a very hard worker. You’ll never
hear him whine about it. He gets called in for over-time and he’d never complain
about, go in, do what he had to do, do it as efficiently as he could and work as
hard as he could and get it done. He would say get in, get out, do what you have
to do and make sure that the people above you understand that you’re on your A
game and you’re doing what you need to do with no complaints. I still to this day
think about when working with my fraternity
Komives et al. (2007) describe that in order for students to empower as a
relational leader, they have to believe each member has something to offer and have
concerns for others growth. Walter discussed how he believes everyone has an important
place in the organization:
A big thing that I’ve learned through our fraternity life was that it’s less about
myself and more about others. What can we do as a group and what can we
profit from it and what can we bring to the fraternity from it? So, I concentrated
on making sure that everybody was included and making sure that everybody
knew what we were doing, rather than just me going through it and telling them
what to do. So, I’d say a big thing is thinking about others and implementing
those core values into daily use. I guess you could say I knew I had them, but I
guess it’s a matter of actually carrying them out.
Walter also found immense value in being exposed to other groups through the
community service required by Greek organizations. He found himself interacting with
students from different backgrounds than his own which was the opposite of his high
school experience:
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I got out there and raised money for a good cause and met all these different
faces. It was my first real step into diversity, rather than hanging out with the
same people. It’s like, they take, you know, white people, black people, minority
people, girls, guys, old, young, freshmen, seniors, the whole spectrum of the
university put into this group. We’re all coming together for one purpose. And
what was cool for me was no matter how different everybody is, we have the
same goal of raising money for a hospital I mean, I was homeschooled. I was
pretty narrow-minded. And so, you know, coming here, like, diving head first
into a big, diverse pool, I guess you could say, was completely different at first.
But then, you’re like, wow, these people aren’t too different from me even though
you think they are.
These positive experiences motivated Walter to create relationships inside and
outside the fraternity focused on his and the organization’s development. His interest in
leading focused on giving back:
Whether it’s give back to my Greek organization, to the community, my brothers
and or to my family. Show them the ropes and if they haven’t really thought about
getting involved. That’s the thing, using these organizations is great networking,
resume-building, learning experiences, and self development. Those things are
pluses, but I kind of want to share those things with other people and kind of kick
them in the butt in the right way to kind of get them going professionally.
Because a lot of people just think that college is a good time and going to classes
and hanging out doing nothing and maybe work a little bit. But I want them to
see that college is prep for the real life. It’s time to get professional.
In Walter’s case inclusion and empowering were very important leadership
practices. He discussed how he wanted to serve his brothers first and focus on their
development. He referenced how he practiced these principles as a recruitment chair:
I wanted everyone to be involved in recruitment in a way that was meaningful for
them. It was time consuming to gather opinions and find roles for my committee,
but how is the chapter going to grow if you don’t engage and empower? I wanted
toleave a legacy that could be followed by guys I supported.
Walter discussed how being involved in other student organizations exposed him to
inclusive that was supported by the organization’s purpose:
I had never really done too much community service kind of things in high
school. So I joined this philanthropy group and was getting out there with
everybody canning and raising money for a good cause and meeting all these
different faces. It was kind my first real step into diversity, rather than hanging
out with the same people. It’s like, they take, you know, white people, black
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people, minority people, girls, guys, old, young, freshmen, seniors, the whole
spectrum of the university put into this group and we’re all coming together for
one purpose. And what was cool for me was no matter how different everybody
is, we have the same goal of raising money for this hospital. Coming here, like,
diving head first into a big, diverse pool, I guess you could say, was completely
different at first. But then, you’re like, wow, these people aren’t too different
from me even though you think they are. I remember using, Greek life was a great
way to get me plugged in, in general. So, I would kind of use that as an incentive
to engage more brothers even more and learn about them.
For Walter, being able to see members grow and accept new roles was an
important outcome of his leadership efforts. “My main motivation for being involved, or
being plugged in is because I’ve been given so much that I kind of want to give back.”
He referred to how he focused on building capacity for members by demonstrating how
to get things as a student leader. He wanted members to seize opportunities for their own
personal growth:
Show them the ropes and if they haven’t really thought about getting involved, I
kind of want to show them that it’s a great start to getting things lined up
professionally. That’s the big thing, using these organizations is great
networking, it’s great resume-building, it’s great learning experiences, it’s great
self-development. Because a lot of people just think that college is a good time
and going to classes and hanging out doing nothing and maybe work a little bit.
But I want them to see that college is prep for the real life. It’s time to get
professional. So, I’m trying to get these guys to take these leadership abilities.
Walter reflected how we wanted to empower people because involvement in
organizations have provided him so much benefit that we wanted to give those
opportunities and experiences to others:
That’s the big thing, using these organizations is great networking, it’s great
resume-building, it’s great learning experiences, it’s great self-development. And
so, all those things are pluses, but I kind of want to share those things with other
people and kind of kick them in the butt in the right way to kind of get them going
professionally. Because a lot of people just think that college is a good time and
going to classes and hanging out doing nothing and maybe work a little bit. But I
want them to see that college is prep for the real life. It’s time to get professional.
So, I’m trying to get these guys to take these leadership abilities.
Walter believed that building an organization required a leader to build its people
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and he focused his energies and efforts on doing that with his chapter. He also
concentrated on inclusion as a way to lead his members. He recognized early on that he
arrived at the University with a limited view of social groups as well as knowing and
comprehending different perspectives than his own. He focused on expanding on his
views and knowledge in order as a way to develop as a leader in his community.
His initial interaction in a different student organization demonstrated how
individuals from a variety of backgrounds can work together to achieve a common goal
they all comprehend and support. Komives et al. (2007) states valuing individuality and
diversity, having the ability to look at a situation from multiple perspectives, respecting
others, and listening with empathy demonstrates a leaders commitment to inclusions.
Walter’s effort on respecting and using the individual perspective was one of his most
evident relationship behaviors.
John
John is a 21-year -old business management major who has lived in the local
metropolitan area his entire life. He was originally going to attend another institution
because he felt a need to experience something new. This interest led to him selecting
another in-state institution, but he changed his mind at the last minute because of a
possible opportunity to become a team manager for the basketball team. That team
manager’s position was eventually offered to another student, but John attained another
job in the athletic department which provided enough financial incentive for him to stay
home and attend the local university.
John described himself as an active “video gamer” in high school. According to
him, the game World War Craft was basically “his life” and he spent a considerable
amount of time playing it. He was conscious of the fact that he was limiting himself
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socially; however, he still played it at least 2 to 4 hours a day. John was also a member of
his high school tennis team; however, he did not consider that a leadership opportunity
because, in his opinion, “you simply rose to that role based on individual performances
and ranking”. He was a basketball manager and referenced that role as being his first real
exposure to a team concept:
I mean, basketball manager gave me a sense of what it’s like to be a part of a
team. Some of my best friends are from the basketball team. I never experienced
anything like that. Even being manager, I felt like I was part of the team. They
even let me play in one game. That was embarrassing.
He described his family life as stable. His parents have been married to each other
for 25 years and he has an older sister who recently graduated from college. According to
John, he abided by the rules in high school which resulted in very little discipline being
exhibited by his parents. This experience influenced his views on how to treat people
who do not follow the rules:
I didn’t experience a lot of discipline. I mean, I think I was a very well behaved
kid. I never drank in high school. I never did anything that the regular parent
would ever worry about like staying out late. I just never did any of that and I’ve
never been grounded in my life. I’ve never been yelled at. There wasn’t that
much harsh punishment. I don’t know, you can call it softy. That’s the way I was
raised so I don’t feel the need to punish people.
John was not going to join a fraternity until a supervisor at a local tennis facility
encouraged him to meet a brother of his former fraternity. He had to be convinced that
Greek life was more than just drinking and social events and whether he would be a fit
with that environment:
John: My manager asked what are you going to do in college? And I was like, go
to class. And so he was like, you going to try out for a fraternity and I was like
no. I didn’t drink at that point. And he said just go try it out. He was in a
fraternity and he messaged Jim, their recruitment chair at the time. And I got a
message from Jim and so he was saying to just come hang out. And I remember
being so nervous about going to hang out. I went to a baseball game and my first
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interaction was when the first person I saw when I parked there was Jon I was
like, you’re in a fraternity?
Interviewer: Can I ask what you mean by you’re in a fraternity?
John: I mean he looked like me. I am not the most athletic looking guy in the
other world and though fraternity men would be guys out of catalogs or
something or just big beer bellies. It just changed my mind pretty quickly after
that. I mean I talked to him 3 or 4 times before joining, but my perception was
quickly changed after that.
John talked about not being sure about joining the fraternity, “but they really sold
me on it”. “I came in with an animal house stereotype perception of the group and found
something different.” John believes that college would have been much different for him
had he not joined a fraternity and felt a responsibility to demonstrate potential new
members that fraternities were much more than social activities.
John quickly became involved in leadership opportunities inside and outside of
his fraternity. He initially chose external (outside of the fraternity) experiences because
of the potential his older brothers saw in him. “I just remember how cool it felt for an
older brother telling me I should run for this position or join this group.” John discussed
how he used this type of encouragement when leading his own brothers:
It was kind of a good feeling to push (encourage) because when someone tells you
that they think you would be good for this, it makes you feel good about yourself.
And so, that’s a lesson I’ve learned, huge, from being Greek. Telling people you
want things just in terms of numbers doesn’t work. Like we need five people
from this chapter to do this doesn’t work. You’ve got to build them up in a one
on one conversation and say, “I think you’d be good for this and I want you to do
this.”
Even though he enjoyed leading his brothers and was glad he joined a fraternity,
John quickly recognized that he was not going to personally like every member within
the organization. However, if he was going to lead effectively he had to learn how to be
inclusive and accepting of others:
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I’d say that one of my flaws is not getting along better with people. Not everyone
gets along with everyone, but they’re good at faking it, per se. I’m not the best at
faking it. I’m not going to go out of my way to make it look like I like them.
And so, I’ve gotten better and better at that, especially running for President. You
can’t just polarize some people. And so, it’s definitely taught me how just having
a conversation with someone can change a lot.
John went on to explain that difference in what people value, why people join and
what they wanted to do are to be expected in any organization, but Greek life seemed to
magnify that for him. His fraternity brothers could be both immensely challenging and
supportive and John needed to better understand their intentions and motivations in order
to lead them. Fraternal leadership exposed the value of personal relationships for John:
I’d say in my fraternity, I’ve learned a lot about myself and others because you’re
not going to like everyone. It’s impossible. Dealing with others, how to have one
on one conversations. I thrive in a crowd, but I think I struggle more one on one
so I think I’ve learned a lot about that. And just learning about what it takes to be
a leader and group management. I think I’ve learned a lot about that. Now it’s
my major.
These personal connections in turn enabled John to identify relevant motivations for
members to perform chapter business and achieve organizational goals:
I have learned to motivate others, definitely. That’s a challenge we all face and
you‘ve just got to make it seem worthwhile for people not be like, “You have to
do this and you have to do that.” Like in initiation and when you want people to
apply for things in meetings, you have to tell them what’s in it for them. If you
tell them it’s going to be a good time and there’s going to be this and this, they’re
going to want to come
John spent considerable time listening to members and engaging in civil
discourse.“Okay, I don’t always agree with certain brothers, but I need their support and
want to grow inmy relationship with them.” “So I am going to focus on getting to know
them better and finding common ground to work together to move this chapter forward.”
Komives et al. (2007) states that it is not necessarily easily to take an inclusive of group
dynamics. John referenced how he struggled working with brothers whose perspectives
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about chapters operations were different than this. However, he recognized he could not
ignore their views and had to seek compromise if the chapter were going to move
forward. John shifted his focus from thinking individual differences could simply be
ignored to finding the appropriate common ground where his and others view point
could be incorporate into leading the chapter.
Renee
Renee is a 22-year -old senior who will soon graduate with a degree in Business
Management. She was very active in high school clubs prior to enrolling in college. She
focused much of her attention on theater along with several different leadership roles in
student honor societies. Her parents divorced when she was young and she became part
of a larger blended family with four much older step siblings in both of her step families.
Custody and visitation requirements resulted in her having to constantly travel back and
forth between both parents’ homes. This was frustrating for her and she used her
extensive involvement in high school activities as an escape:
No one really made me get involved in anything. I kind of honestly in high
school started pushing myself to get involved to get away from family and
because when I started getting into high school and became old enough to make a
decision, they both started kind of quilting me into which house I was staying at
more. And my boyfriend at the time lived in my mom’s neighborhood and that’s
the school I went to so I tended to want to be there. Then again, I wanted to
spend time with my dad. So, they kind of started this whole, I’m going to guilt
you into who you want to live with. And so part of the reason that I spent a lot of
time in theatre and a lot of time in activities was because I wanted to have a stable
place and just kind of get away from it and get away from them.
Renee, who describes herself as a daddy’s girl, did value the relationship she had
with her father who held main custody. His death, when she was only 15 years old,
created an accelerated maturing period for her:
My mother even tells me that the way I looked on my face even looked older after
his death. It was kind of like, after that, every time a problem arose I had to deal
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with it. When I had a car problem, I couldn’t just call daddy. I had to deal with it
and it really taught me how to do a lot of stuff on my own and figure out how I’m
going do things. Because my stepdad doesn’t do anything at all. He just tells me
to figure it out. So, I really think that helped me develop as a person. Not only
did I want to make him proud when he was alive, but I wanted to carry on his
legacy.
Renee joined her sorority first because of visual image of a Greek organization
and how members presented themselves in public. She describes it as the following:
Basically, for the same reason a lot of people do: Legally Blonde! I wanted to be
in that kind of realm. What’s that realm? They're just like a group of girls that had
fun and were you know dressed up all the time and I wore heels and dresses every
day of my high school career. And so I was like that’s where I need to be, that’s
for me. It was a more materialistic view of it.
Her view of the sorority and its value changed once she joined and became
involved in organization activities. She realized that the sorority could provide an
opportunity to build relationships she had been avoiding since her father’s death:
As I went through recruitment as soon as I got in I started realizing more maybe
subconsciously why I wanted to be there. It was that sense of family and those
people were always there. And that was kind of because you know; when you
have a parent pass away it’s kind of like an abandonment feeling especially when
it’s a lead parent. And I knew that he didn’t abandon me, but I still knew in the
back of my head that I was still going to think those thoughts. And so I did this to
kind of have that sense of family and I was tired of being around so much divorce
in life. I was tired of being around people that weren’t happy and this kind of
stuff. So, I wanted that group of women that I knew I could be around and that I
could trust and that I could look upon when I needed something and just have a
sense of togetherness.
Renee described how the sorority was able to help redefine relationships and their
evolution after her dad’s death:
And so I decided this was a stepping stone to bring myself into getting close to
someone. And being okay with the fact that I’m going to be closer to some and
others are just going to leave and I’m just going to deal with it because I’ll
graduate and move on. So just kind of pushing myself into that experience so that
I could be vulnerable with people and talk about stuff with people.
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Renee took an early leadership role with her sorority as communications chair. In
this position, she was required to confront members who were not adhering to
organizational standards based on content posted on social media. This created a shift in
her thinking about leadership related to age and position:
So, I think a lot of that was really good for me too because it was me finding my
ground and learning that, because when you’re growing up you think that the only
people who can lead are the older people. And the only people you’re going to
listen to are the older people. The only ones that had exec positions when I was in
high school were the juniors and seniors. You weren’t even allowed to have a
higher exec position in some clubs until you were a junior or senior. And so, to
get that and see that it doesn’t matter what the age was-the fact that you respect
the leadership role and if you respect the person then you are going to listen to
them
This position, did however, create some level of disequilibrium for her as not all
women respected her role and were not willing to work with her to improve behavior.
She was accused by members of over stepping her boundaries and committing the same
behavior she was charged with addressing. She considered leaving the chapter, but
wanted to maintain the relationships she valued despite what was occurring. She looked
outside the chapter to find other outlets for engagement:
It was a short time and it kind of worked out best to my benefit too because that’s
what pushed me to start getting involved in other stuff. It was when I took some
time away from my chapter. That’s when I became an RA and that’s when I
started to get involved in other types of leadership on campus so I wouldn’t just
be doing Greek life. That time I took off made me realize that I needed to create a
separate community because being with a group of 80 can be challenging and you
need other experiences to balance what is happening with your chapter.
These external activities provided Renee with the opportunity to gain new
leadership experiences and help her clarify her relationship with the chapter. She
discovered she was able to lead a different group of individuals effectively. Even though
the chapter presented her with that challenge, she did find value in it:
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My past two supervisors told me that I had that natural leadership abilities and
that people just want to follow me. And that’s what got me into Residence Hall
Council where I became President and got to do some restructuring and work with
a lot of changes that needed to be made, which is what I want to do as a career so
it mirrored that. And if all of that stuff didn’t happen within my chapter, I
wouldn’t have been able to branch out and do all of that stuff.
Renee maintained connection to her sorority through this period, but sought
leadership positions external to the chapter. She joined the Panhellenic Council, the
student group that governs all operations of the University sororities. She eventually
became the recruitment chair for the entire system which required her to supervise twenty
unaffiliated women (women who do not reveal the Greek identity) who in-turn guided
over 200 potential new member through a highly structured four day process. “It was
purpose on steroids.” “You have to know the and follow rules”. This role also allowed
her to view her chapter from a different perspective and reaffirmed that she had chosen
the right group, despite differences she had with a handful of members:
Panhellenic was my way of getting back in. And disaffiliating was kind of the
best thing that could’ve happened to me because it made me realize why I
cherished my ritual and why I was in the chapter I was in and that was where I
needed to be and I wasn’t meant to be anywhere else. Through everything that
had happened, that’s the chapter I was meant to be in.
Her work as a Resident Assistant also created renewal opportunities with her chapter:
My job as an RA led me into being a sorority RA which led me to move into the
house and that got me so much closer with underclassmen and all of them knew
me from recruitment and I got to be with them partially because they’re scared of
me and the chapter likes that because they just look at me from a recruitment
standpoint and they’re like, I need to listen to her. They still come to talk to me as
a person. So I delved completely back in and even on PAN seeing recruitment on
the other side, not to be rude, but it makes you realize why you like your chapter.
Renee’s early challenges with poor ethical decisions, made by chapter officers,
required her to redefine her leadership relationship with her chapter. She was still
committed to practicing empowering leadership behavior, but in order to develop her
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leadership skills she had to seek outside engagement. Renee’s active participation as a
resident assistant, residence hall council member and panhellenic council member was
based on purpose. Her work as a Panhellenic recruitment chair involved a purpose that
had a clearly defined socialized vision and common goal (Komives et al, 2007). This
concentration on purpose allowed her to recognize why, despite differences, her chapter
was the right choice for her in regards to personal growth and relationship building.
James
James is a 21 –year- old political science senior. He comes from a small town just
outside of the Mid-South University. In high school, James was captain of the football
team, a site leader for the Fellowship of Christian Athletes, served as Vice President of
Student Government and played on the basketball team. As a result of these experiences,
he knew early on that he had an interest in leadership:
What I walked away from high school with was that knowledge that I had the
ability to lead and it was easy to lead so why not maximize that? It was easy to
lead. My parents raised me to do the right things and always be mindful and
courteous. So, those things really played a part in leadership and when I walked
away from high school and went to college, it was an easy transition because I
knew how to talk to people and everything. I knew how to conduct myself and
that’s what I got out of it.
James stated his parents were disciplinarians and frequently communicated
messages about morals and ethics to him. He also referenced coming from a small town
and his parents as motivating factors for him doing what is right:
My parents were role models and disciplinarians who taught me how to act and
how not to act, when to speak and when not to speak. It was a really small town
and everybody knew everybody so you really didn’t want to be an embarrassment
to them. It was just instilled in me by my parents, so it became second nature.
James joined a fraternity because of a conversation he had with an upperclassman
who he considered to be a role model. They were both involved in similar co-curricular
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experiences and he conveyed to James that the fraternity would be a unique and historical
opportunity beyond what he had already done:
I had a conversation with my mentor who was very involved. I asked him how he
made it look so easy and he just told me it was bigger than him and that it was
about giving back to everything that you’ve been a part of. I asked him why he
would give up some roles for another. He said I’m already doing everything that
needs to be done, this is how I was raised and this is what the leadership at the
University has taught me, so why would I not contribute to a larger aspect.
After joining the chapter, James quickly ascended to the President role because
older members were either graduating or heavily involved in their major or internships.
James focused on process when he transitioned into this role:
I was really into this new chapter, but I really didn’t know the ins and outs of
being the leader of a business. You know, because we’re incorporated. I had
only been vice president of student government before. So, how am I going to
lead something that I’ve never done before? And, you know, I really took heed to
all of the transition materials and I went to several conferences over the summer
to make sure I was ready to lead my brothers.
Even though he was concentrating on process, he also referenced how empowering others
was an important value to him and what it contributed to chapter growth and
sustainability:
I saw a quote one day about three years ago that said, “It’s lonely at the top.
That’s why God gave you two arms to pull another up.” So, I took that quote and
it took me back to my childhood life. You know, like you already knew you were
a leader. But being a leader isn’t just leading. It’s helping people to become what
you are now. Because you’re not always going to be a chapter president or
whatever. Somebody’s going to come after that next person. So it’s preparing the
next person for where you are now and while you’re on your way up.
James described how he attempted to balance being process oriented along with being
inclusive:
We’re already pretty cohesive, but my biggest thing is to learn that not everybody
is me and wasn’t raised like me or raised to work hard or to come into your
leadership potential. Even though I’m relatable, I’m also stern. Some people
really need that extra push and people respect that. They can respect that you can
relate to them and hold them accountable
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James characterized joining the fraternity as being both a challenge and valuable.
He wanted to be part of the step dance competitions, wear the clothes and revel in the
adulation that is often given to Greek members. He wanted to be part of the
organizational identity that was part of this particular chapter. However, the work
required to be a member, not to mention a leader, was much more than he had
anticipated:
It was a gift and a curse. When you’re on the outside looking in as a freshman, all
you see are guys stepping and wearing jackets and jerseys and you see them as
popular. These are the guys who were orientation guides, frosh camp counselors
and they were in leadership positions. So, why wouldn’t you want to join? But, it
was a curse because they don’t tell you about the hard work. They don’t tell you
that your grades can potentially drop. They don’t tell you that there will be
countless sleepless nights. It was a gift and a curse.
The curse he references resulted in both academic difficulties and James questioning his
own values and abilities as a leader. What had usually been easy for James became a
challenge:
My curses did impact me. My grades dropped. I had family issues, school issues
and just a lack of being mentally tough. My mental capacity wasn’t where it
needed to be. You know, I really questioned a lot integrity, my character because,
like I said, growing up back home, this became second nature, school became
second nature, and leadership became second nature. So when I failed, I felt like I
failed my family and community back home.
This disequilibrium experience for James however did contribute to his own personal
leadership growth:
Once you’re knee deep in some stuff, you know, you really have to grind it out. I
knew that wasn’t going to be my only losing point in life. I knew that there was
going to be a test when we were learning all of the information from the chapter,
there was going to be a test over a poem and throughout that whole process, I was
just repeating it and repeating it after I got my grades. And that really got me
through a lot and made me realize that I can really bounce back and the worth of
me is still there to contribute to the chapter.
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James’ experience as a student leader seemed to provide him with some crucial
learning experiences centered upon empowerment and organizational process. James’
initially entry into the fraternity focused on what it meant to be a chapter leader member
and the activities and obligations that come with that role. He was unable to balance
these efforts with his academic commitments and questioned his own personal integrity
regarding choice and commitment. He realized if he wanted to empower members, he
had to focus on his own self-empowerment. James conducted his own self discovery,
focusing on determining the appropriate balance between co-curriculuar experiences and
obligations and his own personal growth. He needed to identify how he was going to
develop through all the commitments he had made. James discovered that if a leader is
not developing within an organizational experience, then the group will not grow as well.
Organizations may have well defined purpose and history but the individual still has to
intentionally structure his engagement in a way that supports leadership growth.
Charliene
Charliene is a 22- year -old senior majoring in Biology. She came to the
University because the institution offered the most scholarship money. She has
aspirations to attend medical school. Although her family is from the area, she grew up
in a small town just outside of the city.
Charliene was actively involved, outside of the classroom, in high school which
included being a member of a career and technical student organization that focused on
preparation for adult life. Additionally, she was president of a school bank which was
staffed and operated entirely by students. That role required her to give presentations and
provide individual consultation on money management and student debt. She indicated
that role was valuable because she learned how to effectively communicate her
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organization’s purpose as well as develop productive relationships with members or
clients.
Charliene comes from a large family which includes an older sister and three
younger adopted siblings. Her father is a carpenter and her mother is a homemaker. Her
mother was a source of values, steeply rooted in religion, for her. She and her mother
frequently discussed the Bible and how it could guide one’s personal development
despite any obstacles a person may encounter. She did have some challenges relating to
her parents when it came to higher education and the choices she had to make regarding
attending a university. “I love my parents, but they simply could not help me when it
came to choosing a school and what to study.” These differences actually served as a
motivating theme for her:
I didn’t really have anyone go to college before me so I’m a first generation
college student. So, they couldn’t relate to me like when I talk to them about
school. But, in high school, it was kind of, I did a lot of things on my own
because I wanted something different than where I’m from because I’m not from
a family with a lot of money. So, I wanted something different and I knew that
going to college would, of course, increase my chance of doing what I wanted to
do, which is be a doctor. So, it kind of taught me determination. I did a lot on my
own.
Charliene knew she wanted to be an involved college student after attending an
orientation session presented by student leaders. The students discussed why involvement
was important, how it helped them grow as individuals, and the friends they made as a
result of being involved. When Charliene arrived on campus, she initially joined
organizations related to her major including a pre-med organization and the student
chemical association. Although Charliene did not join a sorority until her junior year, she
always had aspirations about becoming a member since high school:
I decided to join a sorority because when I was in high school I was always
intrigued by step shows. So, I knew that that was something that I wanted to do
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because it looked fun basically. But, when I came to school, I wanted to join an
organization, of course, because I wanted to be Greek, but I didn’t understand all
that went along with it because you have different stereotypes of, you know,
drinking and partying.
These perceived stereotypes also required her to convince her mother that being a
member of a Greek organization was the right choice:
And so, my mother wasn’t in agreement with it at first, but she knows how I am
and she knows that I always tend to, most of the time, make the right decisions.
So, I kind of convinced her. She always had that apprehension about Greek life so
when I told her I was joining she was like, “Okay.” So, she accepted it and now
she’s proud of me because she sees a lot of things that we do in our organization.
Mainly, community service things.
Charliene would become president of her sorority after only a semester of being
initiated into the chapter. Her chapter typically recruited members in a 2 year cycle which
resulted in new members quickly assuming leadership roles. Charliene initially struggled
with her new role:
At first, I was confident in being President, but that was quickly challenged. The
main difficulty is most of the people in our organization that have been President
or have had leadership roles have graduated so we only had a semester of just
learning as much as we can about the sorority. It was just like all of them
graduated at the same time so it was like starting a whole new sorority. There
was a lot of uncertainty.
Being thrust into this unfamiliar and uncharted leadership role with heavy expectations
from members and the advisor required Charliene to acquire new skills and develop a
sense of independence:
I kind of had to learn how to adapt to it in a way. I kind of have to find things out
on my own. I did have help from my advisors, but it’s not the same as far as
having to do things with the RSO office goes and you know, paperwork to be
turned in on time. It’s all knew and it’s time-consuming sometimes. I can’t really
go home as much as I used to, but it’s just, you know, part of having the position
that I have.
Though her experience as president was challenging and required tremendous
personal sacrifice, she embraced the opportunity and demonstrated the behaviors of being
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a relational leader. She focused on being encouraging and inclusive in her time as
president and describe her tenure as the following:
Moreover is teaching some of my members how to be ladies in a sense and how to
carry themselves. I think they look at me as an example. When they have
different issues, they call me. They respect my opinions many of the times. So, I
think that’s the main thing. A lot of them do value my opinion and look up to me
and I try to always give them the right advice about things.
Charliene noticed how important being inclusive was and how it helped each individual
member and the organization grow simultaneously. Ultimately, it was a rewarding
experience for everyone:
Because a lot of them don’t really have that person they can go to. Some of them
aren’t from here. Some of them have parents who aren’t around. Some of them
have parents who have passed away. Some of them don’t have family support,
even monetarily. So, I try to do what I can to be there for them because if I was in
that same position I would want them to be there for me. That’s kind of the most
rewarding experience I get from my line sisters.
Charliene also discussed how she had to deal with the diverse personalities and
perspectives as a Greek leader. She described how acceptance became an important
leadership tactic for her:
I learned that everyone is different and everyone has different personalities. The
way I handle things may not be the way other people do. I cannot force them to
handle it in a better if I perceive it as a better way. So, I learn to accept people for
who they are and how they handle certain things. So, basically, I just learn how
to accept people for who they are and if they have to do something I let them
handle it. I don’t necessarily breathe down their necks because some people
might take that negatively. I allow people to express their own selves as an
individual.
Charliene referenced how returning to focus on organizational purpose of
community service enabled the chapters to develop relationships that were normally
created through social events planning and implementation. In other words, concentrating
on purpose built relationships and moved the chapter forward:
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We had a poor academic semester and the advisor told us that we could do things
as long as it was community service based. We wanted to do something as a
chapter so we focused on that. So, if we wanted to have a table, you know, raise
money for the March of Dimes or something like that. We just support other
people’s events or whatever. You know, I try to lead them, not necessarily to
focus on the things that we couldn’t do, but focus on the things that we could do.
So, we supported other people’s events, we tied community service to social
events and it worked. We ended up raising $500. Small things like that become
successful and we didn’t have a whole semester of not doing anything. We did
things we could do in a different way. So, it was different because we had to
come up with whole new ideas. That was challenging, but you know, the
semester’s ended and we’ve overcame a lot of that.
Charliene described how the unique relationships formed in her chapter created an
inclusive and empowering environment:
Some people that I knew who were involved in my organization, I knew them
before I got involved. And so, becoming a part of an organization, you see the
leadership roles that they take and it’s kind of inspiring. It makes you see people
you know in a different way and many of them have similarities to me. So, it’s
kind of positive and makes you know hey, you can do this too because some of us
come from the same backgrounds, this, that and the other. So, it’s different being
in another student organization like I’m in the American Chemical Society and I
don’t really know the students. You come together like for the first meeting and
you’re assigned roles and you just work from there so you know. It’s different in
that sense. In the American Chemical Society, it just roles and purpose. In my
sorority, its roles, purpose and relationships.
Charliene provided the researcher with rich description of how purpose and
empowerment played a large role in her leadership efforts. She assumed a significant
leadership role almost right after she joined the group and quickly had to learn the
organization’s core purpose and what was required of her to achieve the group’s mission.
She also relied on this purpose to maintain member commitment and organizational
sustainability through a time where social connections were limited due to poor academic
performance. Additionally, Charliene saw her role as empowering sisters to achieve goals
and represent themselves in way that created personal and organizational pride. She
wanted to create opportunities for relationship building and sisterhood that women had
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not experienced previously and instill confidence in them that benefitted them and the
organization.
Dan
Dan is a 20- year -old sports and leisure management major from the local area.
He had initially planned on attending another institution, but at the last minute decided to
go to the Mid-South University because he was unsure his chosen roommates (high
school friends from athletic teams) would take college seriously and subsequently be
poor influences during his freshmen year. He wanted to concentrate on his academic
studies early on with hopes of transferring to a larger school that offered more social
options than Mid-South University provided.
Dan’s involvement in high school centered on sports. He played football and
baseball his entire high school career and managed to achieve captain status his senior
year where he was able to have some experiences with leadership:
I was named team captain I think it was because of my work ethic. I feel like I
worked really hard. I was always the loudest one, first one there and last one to
leave. I sort of had the blue collar mentality. My coaches told me all of this so
that’s sort of why I can say it. I feel like I was sort of a good role model to the
younger kids below because I pushed it really hard and made it known that I
wanted to win state and not just to go play college ball somewhere. I really
wanted it for the team.
Dan describes his family life as stable and the relationship he has with his parents
as honest and open. He commented this support continues to help him in college:
I guess I never really thought about it, but I think by having a stable background,
it allowed me to handle all of the adversity that’s been thrown my way now. And
it’s made me able to make me handle it in a good manner, in a relaxed manner.
Because there’s a lot of stuff that goes on that if you don’t have a cool head about
it, you could just blow up. I feel like living in that style in the past has really
helped out a lot.
Additionally, his father’s work ethic and humility serve as a guide for him today:
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I would definitely say my father is a role model and not just because he was the
man of the house, but just the way he did things and the way he went about doing
it. He didn’t complain. He’s real humble about everything. He’s worked for
everything he’s had. I knew his past story and the way he grew up and I mean
he’s worked 10 times harder than I have so it’s sort of the motivation that pushes
me to work harder.
Dan had always wanted to join a fraternity because he knew a lot of guys from
high school who were already in fraternities. To Dan, being in a fraternity was just
something his social circle did. However, he chose his particular fraternity because of the
potential leadership opportunities that were evident during recruitment visits:
I saw a guy who just came in as a freshman and was recruitment chair the next
year and then on the flipside of that is he became president the next year by
nomination. So, I thought if you could move upward that quickly, why not? I
sort of just took that mindset that if joined these guys I could be a leader and not
have to wait.
Dan did take some immediate leadership roles by serving as recruitment chair his
second semester and subsequently attaining a position on the executive council. His focus
while serving in these positions was to improve chapter image and simply recruit more
members. However, he quickly recognized the need to be more inclusive in a leadership
role:
I saw mid-way through the semester that some people in leadership
positions…they were kind of doing a good job mediating and being there, but
they weren’t necessarily taking steps forward and I didn’t feel like they were
doing enough to include everyone in what they were doing. We weren’t going to
move forward without getting the whole group to buy in what we were doing.
And so I got some emails sent to me to relay to the whole chapter. Well, they
were being sent to the person above, but they weren’t being relayed to the whole
chapter. And so, I went off on my own and started sending those to messages to
everyone. It wasn’t that big of a deal, but felt everyone needed to be part of this.
Dan also discussed how he worked to empower members through purposeful
relationships despite the apparent differences he had with members other over how the
chapter should operate:
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I sort of feel like the glue that holds the chapter together. I work with a lot guys
and, you have your fair share of [expletive], your fair share of stubborn people,
your fair share of my way or no way and I feel like my whole mentality my whole
life has been a team mentality and I’ve sort of been the glue for the chapter and
sort of brought everyone together. It may sound sort of fairytale-ish and
everything, but I feel like that’s what I’ve served as and I’ve brought us closer. I
feel like it’s really shown because when the younger guys come around, they see
us doing it and it pushes them to keep doing it. They see the leadership positions
in the chapter and want to do it. It’s mostly younger students like me. Those
people want it just as much as I do.
Dan learned early on the value of inclusive leadership efforts. He joined a
fraternity that needed to improve its image in order to grow and sustain its presence at the
University. He realized change would not happen without including all his members in
this effort. He focused on creating a community of members who sought leadership roles
to improve chapter performance and profile.
Maurice
Maurice is a 21- year- old junior who is studying business management at the
Mid-South University. He was originally going to attend Syracuse University on a
basketball scholarship, but injuries his junior year in high school prevented that from
happening. Instead, he decided to attend Mid-South University after attending
orientation, becoming a fan of the basketball team and praying over the choice with
family and friends.
Maurice went to a vocational high school and his main involvement was with a
leadership program called Skills USA. This nationally base organization provides
opportunities for students to use their chosen career field in case building competitions.
These experiences created an interest in becoming a student leader:
I was learning how to communicate and work in a team scenario so they also had
it where you could experience a rough customer service type situation
extemporaneous speaking, etc. They really worked on both sides of the fence, so
being president of my local chapter and the Kansas City chapter for two years
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really kind of just boosted me into securing leadership roles when I actually came
to college.
Maurice’s parents were never married,but lived very close to each other which
allowed them to both play active parental roles in Maurice’s life. His father taught him
lessons in how to learn from other people:
My father just always taught me to use other people’s situations, you know,
analyze them, what got them into those situations, good or bad, and then apply
them to your own life. You don’t have to necessarily do what they did, but kind
of like make a storage bank memory of it because something could happen where
you can look back on it to see how they handled it and should I go that route or a
different route.
For Maurice, personal interaction and individual reactions to challenges and achievement
were a source of knowledge for him. He commented that his regards the world as his role
model and believes he can learn from life experiences that were both positive and
negative.
For Maurice, joining his fraternity was based on being exposed to something
unique and the opportunity to establish a new chapter on campus. He was unaware of his
fraternity until he attended a leadership conference at another institution. He observed a
student wearing the organization’s colors and inquired about their history. He discovered
the fraternity had a relatively short history, compared to other groups, and they were very
new to Mid-South University. Again, he viewed this as an opportunity and focused his
efforts on developing what he called “the business” within the fraternity:
I did more research on the fraternity and being a more innovative type of person
and that’s really what our organization represents and by our chapter being a new
chapter founded in 2009. I really felt like I could really bring the good things out
of me and put them on the table and they would accept that. I could enhance the
business side of our fraternity that was lacking. I could see great brotherhood, but
it did not have a great structure so I was able to bring that to the table. We are
better organized now. The campus, our advisors and people that watch us do
what we do, can definitely tell.
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Komives et al. (2007) describes the process as a core element of relational
leaderships. This is how the group goes about being a group; remaining and
accomplishing a group’s purposes. It refers to the recruitment and involvement of
members, how the group makes decisions, and how the group handles the tasks related to
its mission and values (Komives et al., 2013). This was important to Maurice and he
referred to it when he recalled how he made changes to his leadership style while with
another student organization before joining his fraternity:
You have to start with the process and leading by example. That was my main
goal. This is how we are going and to do this and I was going leading by that
example. You can’t expect someone to follow you and do these things that you’re
asking them and telling them that will benefit them if you’re not going to do
yourself. If members couldn’t commit to this process, it wasn’t necessarily a
threat tactic, it was just like, this is how we’re going to run the organization for
the next year and continue on and lead that legacy so the organization can
continue to grow so you can either participate or not.
While Maurice was very intentional about process and its importance, he also had
what Komives et al. (2007) would describe as a genuine interest in the individual he
leads and in creating empowering environments for individuals that supported their own
individual development:
Success is all good for me, but I understand and have had several conversations
with God that the only way I understand or achieve my maximum potential and
success is by helping as many people as I physically and possibly can that are
wanting my help or are willing to listen to me. I’m not going to say bring them
along with me, but help them achieve their goals and their success whether it by
the way I walk or the way I talk or something I wear. Whatever it is, but that is
what drives me to be a leader.
Maurice referenced the term “return blessings” as a way to empower and create a
positive environment for the organization. He was blessed with opportunities and wanted
to provide the same opportunity for his members. It was also evident that defining and
knowing group purpose was an important action for Maurice. He believed that leaders
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must know the organization mission, communicate that to the group and demonstrate
through actions that an individual is leading with that purpose as a guide.
Cheryl
Cheryl is a 22-year-old political science major who initially did not think college
was a realistic option for her. “The only thing I knew about college and it may sound
crazy was that if you go to college, you make a lot of money and it was a way to get out.”
She only decided to attend Mid-South University after an advisor reviewed her transcript
and thought she demonstrated potential necessary to attend a University. The advisor also
brought Cheryl to the Mid-South University for a campus tour. This eventually led
Cheryl to enroll and receive the appropriate aid to afford higher education.
Cheryl’s family life forced her to take on responsibility early and hold unique
leadership roles. Her parents divorced when she was nine and her father moved to
Florida. Her mother was then diagnosed with cancer and Cheryl also became pregnant
during this time. She spent all of her tim outside of school caring for her ailing mother
and raising a child of her own:
Taking care of my family was my leadership. Like I said, my mother was sick so
she couldn’t do much. My father moved to Florida, his job transferred him to
Florida so he lived there. So, I had to essentially be a mom to both my son and
my little brother. I had to learn to drive at 11. So, I had to learn how to step up
and make responsible decisions. Not just for me but for a group of people. I had
to understand that the decisions I made would not just affect me, but they would
affect my mom, they would affect my younger brother, they would affect all of
us. So, that’s how my leadership started.
Cheryl described how the influence of an adult advisor helped her realize her true
potential and encouraged her to look beyond her current situation. She had never given
much thought to her own future because caring for her family had always been her
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primary focus. Cheryl admits, had it not been for her high school advisor, she would not
have attended college:
She would just say that she saw how much potential I had and she felt like it was
wasted if I didn’t go to college. And so, she’d be like you don’t want to go to
college and I’d be like yeah I’d love to go to college, but what do I do when I get
there? What’s there to do? It sounds crazy now, but I was like what do I do? I
didn’t know what I was good at. So she just spoke with me every day and she
brought me these books about different careers and different things at college,
different doors that college could open for you. And so, I would sit in class and I
would read these books and then it became interesting and it became doable.
Advice from this advisor also informed her decision to join a sorority. Although
her decision to join her chosen sorority was centered largely on the clothes that members
wore and the activities they engaged in around campus and the community, her adult
advisor provided more clarity about the organization’s purpose and history:
I had made me decision my second semester of my freshmen year to join a
sorority. Once I got to college, I started to actually do my research It looked kind
of interesting but I just didn’t get. I couldn’t understand it and so I wanted to
know why. What was the point? Why are they doing this? I wanted to know
what they stood for. What was the purpose? What’s the point? You’re wearing
specific colors and doing specific things. Why? So, I did some research and I
went back to Ms. Bullock and she gave me a more in depth definition of the
condensed, watered down, internet version. I knew that I could relate to her
saying I could relate to being a part of something bigger than myself that’s
helping someone smaller than myself in a sense. I know that I could be a part of
this organization and I could inspire someone from the same community where I
came from
Cheryl did participate in other groups prior to joining her sorority. She was very
intentional about taking the lessons she had learned about being purposeful and inclusive
in other organizations to lead within her own sorority:
I had the experiences of say being the membership chair of a woman’s group or
being on student ambassador board and learning how to deal with several
different people who all have different opinions. The members were passionate
and hearing multiple perspectives adding to organization growth. With the
freshmen program, I learned that you have 100 people in a room and everybody
has a different opinion. But, everybody has one common goal this summer and
we’re going to make it a successful camp. I learned how to put my personal
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feelings aside or how to put my personal thoughts of how I think this should go
aside to realize that everybody’s going be different but we all have one common
goal.
Cheryl then discussed in depth how these previous experiences were useful in
leading a sorority. She was able to balance her reactions and better comprehend how
members engaged in an organization:
I learned how to temper my reactions. I learned how to think clearly without
being clouded with my own selfish or personal thoughts to get to the common
goal. If it wasn’t for that I think that I would be one of the people out fighting in
the yard over something that happened. Because one thing about Greek life is it’s
always competition. Everybody has an opinion, even from your line sisters to
other organizations. Sometimes you forget the goal that you’re trying to reach.
The goal is to try and serve the community and make that organization better but
because of all the stuff that’s really irrelevant in a sense, you lose focus of that.
This focus on inclusive and listening to multiple perspectives was a key transition
for Cheryl in her development as a Greek leader. She focused on communicating to
explain rationale and listening to a variety of reactions to her messages. She offered some
insight on being part of sorority, building membership, and working on individual
relationshisp required certain communication skills and a good deal of patience:
I have concentrated on effective communication and learning how to put up with
people who and act different than you. It took some time especially, when you in
a sorority, you’re going through the process and they’re teaching you to
everybody be on the same accord and think as one but then when it’s over with
and you’re sitting in a meeting, she’s got one thought, she’s got one thought, she’s
got one thought and it’s like oh my gosh and it’s always the people who have the
thoughts who have no experience. I just learned to sit back and listen versus
judging the message instantly.
Cheryl also discussed the legacy she wanted to leave and how he she hoped that would
empower other women:
There are days that I wake up and say I don’t want to go to this meeting or I’m
going to quit everything and don’t want to do anything is thinking about all of the
people or just anybody, male or female, that didn’t get to how far I’ve gotten or
people that I know that are saying I know her story and I can’t believe she’s doing
that! Like I know that there’s somebody, whether it’s in administration or it’s a
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student, somebody is looking at me and I don’t know it and I don’t want to let that
person down that I can’t see. The people that I can see, I know what they’re
going to say, but it’s the people that you can’t see are the ones that you don’t
really want to disappoint. One, they may not have the courage to come up and
say I’ve been looking at you or I’ve really been noticing some of the things that
you’ve been saying so I really don’t want to disappoint those people.
Cheryl’s most significant transition as relational leader was learning the value of
creating an inclusive environment. Her experiences prior to joining the chapter exposed
her to how diverse organizational members as it relates to perspective, knowledge and
work ethic.She also realized that even though a sorority may have a core purpose, leaders
and members will have multiple perspectives on how to achieve that mission and who
should do what when attempting to achieve goals. She discovered how imperative civil
discourse was for an organization. She shifted her perspective from”there is only way” to
“there are multiple ways”and how she did not have to be part of all those ways. She
reflected this was not an easy journey, but to her an essential reality when leading a
sorority.
Denise
Denise is a 22- year -old senior who will graduate with a degree in Health and
Human Performance. She attended a local private high school and was an avid soccer
player. She applied to other schools, but eventually chose Mid-South University because
it offered the most scholarship funds. She wanted to become part of a sorority because of
the lack of her organizational involvement experiences while in high school.
In high school soccer was Denise’s primary method of engagement. However, she
did not consider soccer to be a real substantive leadership experience. She stated “We
didn’t have like a real clear definition of leadership. I was a goal keeper so I guess kind
of had my own little realm of leadership and control on the field, but I didn’t feel like a
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leader”. Denise was also involved in the National Honors Society, but only participated
in a few events. Her primary focus was high academic performance, demanded by her
mother.
Denise’s biological parents were never married and her father is not a part of her
life. She was eventually adopted by her stepfather after he and her mother were married.
She lived in a strict household that centered on academics:
Academics always had to be really important to me. I was that kid that, I mean, I
got grounded for getting Bs. I wasn’t, like, a bad kid. I didn’t go out or do
anything crazy like that. But, I felt like I was always grounded because my
grades weren’t perfect. So, academics were always, you know, really important.
And I did make sure I did have good grades and I ended up graduating with a
really high GPA.
This constant focus on academic performance and punishment for not achieving certain
standards produced feelings of doubt regarding self-confidence that carried into her time
in college:
It was hard sometimes. Like, my self-confidence kind of was hurt a little bit.
Like, just because I felt like no matter what I was always doing something wrong.
I wasn’t essentially making them proud so I think that kind of might have had
something to do with it. This has actually carried over a lot into college and it’s
something I had to almost like get over.
A strong focus on academics by her parents also led her to create more trusting
relationships with teachers whom she confided in regarding personal issues. She used
these teachers as a source of venting and encouragement. She regarded them as people
she could be honest and frank with:
Well, I always tended to build pretty strong relationships with my teachers, some
of them. And part of that had to do with the fact that my mom was so strict I
didn’t necessarily feel like I could open up or be myself. And so, I was always
that girl that would like talk to teachers for hours after school and stuff like that.
Denise’s interest in joining a sorority in college focused on a interest in
developing relationships she was not able to have in high school. She wanted college to
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be different than high school in regards to support, growth, and trust. She wanted to get
involved and find more positive social interactions:
In high school I had my group of friends, but I didn’t necessarily feel like I was, I
kind of felt like I was on the outside of that group of friends. ..There was always
just feeling like I was never really feeling like I was part of that group. So, I was
really ready to come to college and none of them were coming to here anyway. I
wanted meet new people and I really wanted that support system. And I actually
really wanted to become a leader on campus and wanted those leadership abilities.
So, I was just kind of ready to make a new experience and I felt like, I guess,
Greek life was the best way or the easiest way to open up those opportunities.
In her second semester, Denise joined a sorority and early on took a leadership
position as the scholarship chair. An early mistake in this leadership position made her
quickly realize how important ethical leadership was. Denise described how engaging in
inappropriate communications and being held accountable framed the importance of
integrity for her:
The morale was very low and a lot of people were gossiping. I got wrapped up
into it and actually ended up making a really negative comment about our
president’s grades and lost that office because of it. I’m not exactly proud of that
decision, but at the same time, that’s probably the one event that has shaped
everything else since then. I realized I was part of a group and my decisions
actually do impact people now. You know, I have the ability to influence my
peers and need to have standards to guide that behavior.
Denise was eventually able to repair her reputation and relationships and
subsequently became recruitment chair for her sorority. She mentioned how being
inclusive and actively engaging in a diverse set of styles and approaches was paramount
to being a successful with this position:
I’ve learned that…basically, just that everybody has a different personality and
you can’t approach people all the same way. You have to actually pay attention
to the things that make them tick. You have to essentially use that to manage
your relationships and know who you’re dealing with and as far as things go in a
team setting, there’s going to be a lot of different personalities in play and you
just have to be ready to deal with that and be accepting of different opinions and
different ways of doing things.
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Denise also referenced how attending a leadership conference provided her clarity
about how values can contribute to one’s personal growth and to leading an organization:
After attending this national conference I started to realize what Greek Life was
about, like I knew it wasn’t about the social aspect and the partying and stuff like
that, but I didn’t know about all of the living your ritual and living through values.
The conference was living out your values and how you can actually use Greek
Life to become a better person or to develop your chapter.
Denise took this experience back to her chapter and decided to seek out new
opportunities that would test her abilities and ultimately changed how she viewed
leadership within the organization. Although, she would run for president and lose, her
perspective about leadership within the organization was “what else can I do for the
chapter that will challenge me”. She found herself in other roles “leading women by
communicating values and how to attain members who seek the same values”. Denise
also discussed how being inclusive requires recognition and support of different opinions
and perspectives:
I’ve learned that everybody has a different personality and you can’t approach
people all the same way. You have to actually pay attention to the things that
make them tick. You have to essentially use that to manage your relationships
and know who you’re dealing with and as far as things go in a team setting,
there’s going to be a lot of different personalities in play and you just have to be
ready to deal with that and be accepting of different opinions and different ways
of doing things.
Denise believed that once she learned these different views, she was able to focus on
helping people and improving the chapter:
I want to be able to have that impact and use those relationships I have with
sisters to support the chapter. I’ve always been the one for when people needed to
rant to I wasn’t even necessarily their close friend, but I always ended up, if I was
around, I would try to help them or try to give my advice because I have some
experience of screwing up and learning to deal with that. I don’t know. I just
have a good perspective. So, I guess my motivation to be a leader is to help other
people.
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Denise’s growth and development as a relational leader was supported by both a
disequilibrium experience that emphasized the importance of integrity and purposeful
training that demonstrated the value of a sorority as a community. She used these
experiences to create new relationships that supported organizational growth and
empowering the women in her chapter. She realized leaderships efforts, focusing on the
organizational core purpose, created the opportunities for empowering women which are
the experiences she valued most as a relational leader.
William
William is a 21-year- old marketing major from the local area and anticipates on
graduating in May 2014. He attended a local high school and Mid-South University was
the best choice for him based on his finances and students he knew already attending the
institution. William describes his involvement in high school as limited to being a
member of the school marketing association and the Fellowship of Christian Athletes:
I guess in high school I just didn’t see the point. And I didn’t have that passion
for things I do here. I could’ve been involved in student government there, but
that’s never been a passion of mine. That’s why I didn’t even respond to that here
at the University. And really other than that, you know, what I was passionate
about I did great in or tried to achieve as best I could in like DECA or stuff like
that. But as far as any leadership roles, I would definitely say there weren’t as
many. But, at the same time, I kind of just concentrated on school work and we
had a big group of friends, I mean, we did all the high school stuff. We went to
all of the games, we hung out every weekend, we did what we needed to do, but I
didn’t take any of those leadership roles just because I did not have that passion
there.
William was raised by a single mother who married his stepfather when he was
seven years old. He never met his biological father, but knows who he is because he is a
high level coach in women’s college basketball. He finds a lot of inspiration to perform
well in academics and leadership roles because of his mother, whom he watched
persevere through what he describes as challenging times:
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My mom continued to work hard and my dad was never really there for me.
That’s one of the things that has inspired me to work hard. It is also what I love
about being a leader on campus is being there for other people. That’s what it’s
all about. That’s why leadership works so well, because you’re there for others.
You’re not there to do it for yourself. So, I kind of look at it like being inspired
just to help other people because for a long time my mom probably needed that
help.
William wanted to join a fraternity when he first started at Mid-South University
because of the perceived social benefits. He wanted to attend the parties and meet the
girls which is often associated with being a member of a Greek organization. He explains
“I think I knew I wanted that college experience and I think a lot of guys coming into
college think that going Greek is the way you get that college experience.” His own
engagement with being a Greek member and leader did provide a much broader
perspective of Greek life.
While the social opportunities did appeal to William, what provided the final
incentive to joining the fraternity was an interaction he had with a former high school
classmate who was already part of the fraternity. They met on a shadow visit (student
tour campus with a current student) and William would soon recognize that being part of
fraternity was much more than the social activities:
He didn’t say anything specific about Greek life and we talked about a lot of
other opportunities he did, such as orientation guide and a lot of other things he
did on campus. And that’s what pulled me in. He showed me everything else
before specifics about Greek life. He showed me how Greek life helped him and
what he had gotten involved in and how he’s enjoyed it. And so, that probably
kind of pushed me to want to be Greek because I saw that he was loving it and
you know, he found a family to fit in and they actually pushed him to do other
things instead of just living that life.
His first position in the fraternity was treasurer and that provided early exposure
to the process of governing an organization and what was actually required to lead in a
fraternity. He used the process and rules to guide and interact with members:
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It wasn’t easy telling guys they owed money. I’m going to need this by this time
and you have to make out a payment plan. You have to let them know you’re
serious and also that you’re compassionate. You have to be consistent so they
don’t end up owing the chapter 1,000. I demonstrated I was serious and
committed to the process. It was tough but the brothers held each other
accountable. It was a standard to be financially up to date and that helped.
William stated that committing to the process and using fraternity standards were
key influences on making important financial decisions for the chapter and determining
member eligibility. He was still required to make tough discussions regarding why
members were not paying dues, however fraternity structure providing helpful guidance
for handling those interactions.
William also discussed how his focus on people and being inclusive was a
dominant theme in how he led the chapter:
I enjoy leading a fraternity because I see the people in it grow and I had a passion
for that, you know, working with them and seeing them grow and seeing myself
grow through them and just kind of working with them together. I think people
really motivate me overall in everything.
He also concentrated on personal awareness when leading brothers and creating an
inclusive organizational environment:
You want people to really respect you and really see what you’re doing and see
that you have passion, but you can’t let what other people say affect your actions.
You can recognize them, but just have to have the mindset that, you know, you
are who you are. You’re going to have a disagreement, with a brother who could
also be your best friend. It’s one of those things where you have to understand
both sides of people and you have to understand that sometimes you’re in the
wrong, sometimes they’re in the wrong, sometimes you’re both in the wrong.
Sometimes you just see issue differently and that realization has really helped me.
In relating to people, there are some guys in the fraternity that I don’t get along
with that well at all, but that helped me grow because it helped me learn how to
get along with them better.
He indicates this focus on people and relationships was his method to grow chapter
membership and overall commitment to organizational purpose and values:
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For me, when you concentrate on personal development and personal growth,
kind of more about brotherhood based on the bonding because I think when
people see fraternities, they think a party, sports, and all that kind of stuff. And I
know we’re not even, were not good at sports, but we really have a strong
brotherhood. I mean, it’s not just me that’s accomplished that, it’s all of the
brothers. It’s the people before me that led. I feel like I was just like another part
of that puzzle that moved it towards that and we are doing very well in our
brotherhood strength.
William discussed his concentration on being inclusive also provided growth for him as a
leader and individual:
I believe, through my fraternity leadership experience, I’ve changed mostly in
positive ways. I think I’m much more personable. I’m much more outgoing than
I was beforehand. I think that everybody has that in them and I think that
everyone has those qualities in them but it just takes a lot for something to pull it
out. I have focused more on knowing of what is required of me and that translates
into leading men. I know now what it means to personable with someone instead
of just being the meet and greet person. You know how to relate to people. I
know how to relate to someone who has a way different background than myself
because I’ve been around those kind of people and I mean this world is based on
relationships, so I’d say that’s one of the biggest things is I’ve learned how to
kind of cope with all different kinds of people and really get to know them .
It is evident that William most highly used relational leadership behavior was inclusive.

Komives et al. (2007) states including each and every individual in the most robust way
possible is necessary in groups because the group is made up of and represents the
individuals that are a part of it; if individuals do not feel included, the group as a whole
will suffer. William’s consistent and numerous references of supporting individual
growth and concentration on strong brotherhood indicates he believes this was the most
effective way to lead and grow his organization and himself as a leader.
Kari
Kari is a 22- year -old senior majoring in English. She grew up in the local area,
but moved to a different school district during middle school. Her parents divorced when
she was nine and they eventually both remarried. She gained step siblings and also
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became an older sister through these marriages. She referenced responsibilities, role
modeling and developing relationships as part of these experiences:
Then, my little sister comes along and I wanted to protect her, be a good role
model for her and be a good leader for you. When my father got remarried, I got
an older step-sister. So, I got to kind of experience, also, having someone above
me to look up to, but not always. I have to always keep in mind that maybe she
doesn’t always know what the best thing to do is. You know, I was able to learn
how to follow, too. Again, only in certain circumstances. I’ve always been really
close to my parents in respecting them and looking to them for their opinions and
their advice on things. Also, as I’m getting older, I don’t always take their whole
perspective, but that’s a very big part of how I make decisions.
Though the family life provided important lessons for Kari, she did seek outside
adult influences that allowed to her to better interpret and make meaning of what was
happening with her family. She referenced how her uncle, who was closer in age,
provided some important clarity:
When I was younger, I didn’t really understand family life and parents and when
things are going good and bad. You don’t always understand that when you’re
younger. I guess, you know, my uncle was younger than my mother so he was
closer to my age a little bit and he was just kind of outside the parental unit. He
was like one step out, but he was still cool and he wanted to hang out with me. So
he wasn’t like a parent figure. He was more like an adult that I could respect, but
kind of would want to get on my level too.
She chose Mid-South University because it was close to home, affordable, and
provided her new opportunities she did not have in high school. She was very involved
in high school by being active in cross country, the pep club and serving as a class
officer. She wanted to join a sorority as a means of continuing to be active outside the
classroom and also developing those relationships with other women she felt she did not
have an opportunity to have while in high school:
I didn’t just want to go to school and go home. I love being around people. And
so, I was like, you know, I could try this, because I knew it would open doors for
me to other places. Throughout high school, I hung out with four guy friends and
they were my best friends. And so, it was kind of funny and scary to think that I
would want to be surrounded by tons and tons of women now! I guess I was really
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first looking to join and something to get plugged into my University and I knew
women that had been in it also, so that encouraged me, too.
Kari discussed how the relationships she formed with these women, and being accepted
for her own individual contributions, created personal and leadership growth:
I am able to be myself. You know, definitely after recruitment, that was a huge
thing. To be able to find a group where I felt I could be myself and they genuinely
talked to me and that’s all they wanted from me. And that was something that I
really looked forward to and when I found it, I was like, this is awesome. I’ll be
able to come in and be myself and grow and they’ll accept me and I won’t have to
change into something I’m not.
Kari discussed how building relationships and understanding a variety of viewpoints was
important to her in leading the sorority:
Personal relationships require growth, suspending assumptions and gaining
insights. You don’t know where they’re coming from, what they’re going
through, their personality, how they look at something. You know, you might see
them deal with a situation a certain way and you’re like, oh, well that’s just
because they don’t care or because of this or that. But, in reality, they do care.
That’s just how they deal with something. So, you just really have to figure out
how people work, how people handle bad situations, how they handle good
situations, what pushes their buttons sometimes, what encourages them. That’s a
really good thing to figure out about people: what motivates them. Because then,
you know, that can help you in how you relate to them.
By holding the leadership position of standards chair, Kari was able to create
relationships with women that focused on personal growth and development related to the
standards of the organization. Her initial leaderships centered on empowering members:
I first wanted to be the director of standards and ethics I love helping people,
listening to people, being a mentor if needed. It’s supposed to be a woman that is
an example for the chapter that is there for help if women need to be helped. It’s
not for getting people in trouble. That’s not the purpose. The purpose is to reach
out to girls that are struggling and say, how can I help you? You are not saying
you’re in trouble, I don’t care. Not, here’s a fine and that’s it. You know, maybe
they do need a fine. Maybe they do need a probation, but that’s not the end of it.
You stick with them throughout the whole thing until they get out of wherever
they’re at so they can grow from it.
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Kari noted that relationships also evolve within a sorority based on the roles and
responsibilities within the chapter. Chapter positions may require changes in interactions
and perceptions. The nature of fraternity and sorority leadership created this transition:
Relationships changed when leading a Greek organization. There almost seems to
be an evolution of relationships building. As president, I was somewhat in my
own world because of the work required. If the chapter didn’t get a certain award
for something the next year, I would want to tell them why. I wouldn’t just say
we’re not going to get this award because we’re not going to meet this
requirement. I would have to explain it to them and let them know that it’s not
their fault and that now we can overcome this. I would talk with my advisor and
province director to frame that message and solve that problem. That was
certainly different than I first started as the standards chair where I was having
these individual conversations with women.
Kari explained that empowering members required her to view the work beyond her
viewpoint. Leadership was for the organization and not for her:
Being president, it’s important to know that you’re not the chapter. It’s not about
you at all. It’s about the chapter, as a whole. You’re just the face. You make
decisions. And when things go well, you need to praise the chapter. When things
go wrong, it falls on you personally, but when things go well, it’s the chapter that
gets praised which is awesome. My reward wasn’t like somebody going Kari you
did a good job. But, just seeing them work together and after we got our new
members, we were just sitting around talking together and being just open and
honest-just talk time-and the new members were saying how excited they were to
be a part of this and they were saying what they already saw in chapter and it was
cool. So, it was just really cool to see that I’m a part of something that’s
impacting people’s life in a good way.
Sara
Sara is a 22- year -old communication major who will graduate in the Fall of
2014. The Mid-South University was initially considered to be a backup school for her.
She had originally planned to move out of the city and go the eastern part of the state.
However, after visiting several other schools, she decided that Mid-South University was
the best fit for her.
Sara was very involved in her high school, holding positions from class president
to being a television announcer on the high school television station, to serving as a high
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school representative on community boards. She used these experiences as a way to
develop as an individual outside of academics:
In high school I started getting involved because I didn’t like sports or anything so
I thought it would be a good way to come into who I was. I’ve never been that
strong in academics. I’ve never been afraid to admit that. I think it’s something
people are usually scared to talk about. It was a good way for me to have, kind
of, an outlet for something that I thought I was good at doing.
This active engagement resulted in her serving on community boards and working
with agencies. Due to her interaction with these groups, she was offered an opportunity to
travel abroad. Sara went to Turkey in the summer between her junior and senior year and
discussed how that experience shaped her view of leadership at that time:
When I came home, I was completely baffled by some of my peers and I felt like I
really grew up a lot during that process. But, it was kind of unusual. I felt like it
kind of sped up my maturing process. But, I think that just goes to show that
leadership roles can do that to you. It change perspectives on what is really
important and subsequently impacts the decisions you make
Sara would use this knowledge to make some decisions about what activities she was
going to be involved in during her senior year. She credits the Turkey experience with
helping her recognize value within each opportunity.
Sara was initially against joining a sorority and thought all the stereotypes she had
heard about were true. “I had seen all the stuff of TV and thought I would not fit into that.
I could not see myself associated with that.” Her interactions with upper class women,
during her first week at college, changed her view:
My mind got completely changed when I was looking at a house my parents were
going to rent for me. Three girls came out of the house next door the first day we
went to look at it and they were just talking and asking me about this and that.
They went to Memphis and they were talking about how much they loved it. And
I told my dad I wanted to live next door to them because they seemed like wellrounded upperclassmen and everything. We ended up being able to get the house
and I found out that they were in a sorority. That changed my perspective
completely and was intent on joining after meeting them.
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Sara did encounter difficulties with the recruitment and initiation process that
would later impact her view of Greek life. She did not understand the initial Greek intake
process nor why or how members went about being inducted into the organization.
However, once she understood organization’s purpose, she was confident and ready to be
involved and ultimately to lead:
My first semester I would tell my parents I didn’t understand any of it and it
seemed very cult like But, slowly enough I started to realize what the chapter was
all about. Because the new member process gives you a lot of history on the
chapter and why your chapter is different from other chapters, what your founders
wanted for you and what you can do in the chapter. But I love history and I just
thought it was so cool and after over a hundred years they were doing the same
legacy and I thought that was really cool that I was a part of it. Then I saw what
you can do as an alumni member and then it clicked you know? It really opened
my eyes. Come my second semester of being Greek, that’s when I dove into it
and knew that I had made the right decision going Greek.
Sara emphasized that purpose was a key influence to why her sorority sisters
worked well together on chapter projects and activities:
You may not be the best of friends, but you’re still sisters and you were picked to
be in this organization because you share the values and the morals that our
chapter prides itself on. They could be completely different girls, but they know
that they kind of share that. It demonstrated to me I that while you’re different,
you still have that similarity with the chapter and that similarity with the same
morals and the values want to carry on not only in your Greek life, but just as
your general life principles.
Sara also looked to purpose when she took on her first leadership role with the chapter:
I was the leadership chair at first and my role was to make sisters were involved
in other organizations. So, I kept up with that and I would announce when things
became available. I took it very seriously and would look online and give people
the dates for and more information on programs This resulted in me doing my
first leadership workshop that focus on how to get involved and find the right fit.
I was a member of some the groups I was presenting to women and wanted to
make sure these women were making the right decisions about joining. For me, it
had to benefit the chapter and the organization. It served no purpose for women to
join just because they were fulfilling an obligation. That did not help the group or
the chapter.
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Sara describes how the relationship with these women enabled her to empower
women and seek opportunities within and outside of the chapter:
You know, helping them set their own path for their involvement career. You
know, to this day, I see people who are now on executive boards for certain
organizations and I can remember having conversations with them like, hey, I
think you should apply for this or you’d be really good at this and here’s how you
would need to do it, type thing. So, I think that’s something that’s been a big
accomplishment.
She found herself challenging her sisters’ integrity when they tried use to these
relationships inappropriately:
I think a lot of it of what I do has to do with integrity. There have been several
times during recruitment where sister were pulling me off and saying “Can you go
talk to that girl? We really like her and she went to the freshman program...” I
would respond I did not talk to that girl. So, what makes you think that she’s
going to and I think sometimes I can bring them down to earth where they’re like,
“Oh, yeah, you’re right. Maybe we should go get someone else.” I also
challenged my sisters at the freshman program to not pressure new students into
joining or listening about the sorority. That wasn’t the time nor is it good for the
chapter or the new women.
Sara witnessed growth with her sisters that she believed was created by the purpose of the
organization:
You know, being a part of an organization that’s been around for hundreds of
years, seeing the rich history and being in ritual with these girls, which was cliché
and I didn’t really believe it, but now as a senior, sharing ritual and sharing the
history with those girls is very special and some of those girls I’ll be friends with
for years and years and years. I think being able to see my sisters grow and
develop in organizations outside of the chapter was really, it was really special.
This interaction with women, in other student organizations besides her sorority, created
empowerment opportunities and informal leadership positions that she valued and
supported her own development:
Seeing the sorority sisters being involved in organizations outside of their chapter
together, I think that’s something that improves your sisterhood, it improves you
bond with those people. My sisters have come to me for direction and guidance
on chapter matters and I believe that is a result of the interactions outside the
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chapters. That’s interesting to me how that involvement outside of the chapter has
created opportunities to lead within the chapter.
Sara discovered through her involvement in both Greek and non-Greek
organizations that leadership and influence can be delivered through relationship building
and empowering others She realized that she could have influence in her fraternity
without having a defined leadership position. She had become a well regarded leader in
organizations external to the sorority and earned the respect and admiration of her sisters
as a result. This engagement outside of the chapter also led to new roles within the
chapter based on the resources and expertise she brought from those external experiences.
Demographic Information and Summary
Demographic information about each student was gathered between the first and
second interviews and recorded on a data sheet. Table 3 presents a summary of
demographic information and provides a broad view of the participants including their
major, current class standing and the extent of high school involvement the students
brought to the University. A brief description of chapter affiliation is also indicated.

Table 3
Participant Demographic Information
Name

Chapter type *

Major

Age

Class

HS Involvement

Charliene
Cheryl

NPHC
NPHC

Biology
Political Science

22
22

Senior
Senior

Yes
No

Dan

NIC

Sports and Leisure
management

20

Junior

Yes
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Table 3 continued
Name

Chapter type*

Major

Age Class

HS Invovlement

Denise

NPHC

21

Senior

Some

James

NPHC

Health and Human
Performance
Political Science

21

Senior

Yes

Jon

NIC

Business Management

21

Junior

Very little

Kari

NPC

English

22

Senior

Yes

Maurice

NPHC

Business Management

21

Junior

Yes

Renee

NPC

Business Management

22

Senior

Yes

Sara

NPC

Communication

22

Senior

Yes

Walter

NIC

21

Senior

No

William

NIC

Mechanical
Enigneering
Marketing

21

Junior

Some

National Pan-Hellenic Council (NPHC) - The governing body of nine historically African American
fraternities and sororities.
(See also www.nphchq.org)
National Panhellenic Conference (NPC) - The governing body for 26 national and international women's
fraternities/sororities. (See also www.npcwomen.org)
North-American Interfraternity Conference (NIC) - The governing body for more than 70 national and
international men's fraternities. (See also www.nicindy.org)

Relational Leadership Summary
Table 4 outlines the amount and types of relational leadership behavior that
were demonstrated by study participants. Reader is also provided, in the table, a brief
summary of participants student organization backgrounds to show what experiences
contributed to the practice of relational leadership. It is evident through discussion with
these students and by coding focus groups and interview transcripts, students were
actively engaged in relational leadership behavior.
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Table 4
Relational Leadership Behavior
Name

Chapter type

HS

Leadership Experience

Leadership Behaviors

Charliene

NPHC

Yes

Sorority President and academic clubs

Cheryl

NPHC

No

Dan

NIC

Yes

Numerous sorority executive positions and
executive in woman’s group
Pledge class leader, chapter recruitment chair
and fraternity system recruitment chair

Denise

NPC

Some

Recruitment chair, standards chair and freshmen
program counselor

James

NPHC

Yes

John

NIC

Very little

Fraternity President, chapter historian, freshman
program executive student government vice
president, student ambassador group and men’s
group officer
Fraternity president, recruitment chair, freshmen
program counselor and fundraising organization
chair.

Process Oriented
Empowering
Inclusive
Purposeful
Inclusive
Purposeful
Inclusive
Empowering
Ethical
Inclusive
Purposeful
Ethical
Purposeful
Empowerment

Kari

NPC

Yes

Sorority president and various other chapter
leadership positions

Maurice

NPHC

Yes

Fraternity president and men’s group president

Renee

NPC

Yes

Sara

NPC

Yes

Walter

NIC

No

Sorority officer, sorority system recruitment
chair, residence hall council and resident
assistant
Sorority office, freshmen program executive
director and fundraising group executive
director.
Fraternity recruitment chair, pledge class
president and honor society president

William

NIC

Some

Fraternity president and treasurer, fundraising
group officer and freshmen program executive
director

Ethical
Inclusive
Empowering
Purposeful
Inclusive
Ethical
Empowering
Purposeful
Purposeful
Process Oriented
Empowering
Inclusive
Process Oriented
Ethical
Purposeful
Empowering
Empowering
Purposeful
Inclusive
Process Oriented
Process oriented
Inclusive
Empowering

Summary
The researcher found strong evidence of students valuing and practicing relational
leadership. It was important for the researcher to discover relational leadership behavior
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in the participants because the grounded theory in original LID study reflected the
developmental experience of college student participants who had been observed working
effectively with others toward shared purposes, that is, who had demonstrated relational
leadership (Komives et al., 1998). Confirming students were practicing this type of
leadership behavior allowed the researcher then to further examine how Greek life
experiences contribute to the leadership identity development. Chapter 5 outlines what
impact Greek life had on the developmental influences for participants in the Leadership
Identity Model.
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Chapter 5
Influences of Greek Life Participation on Leadership Identity Development.
The purpose of this research was to examine and make meaning of a set of
complex, interrelated factors that may shape leadership identity. A key focus was the
extent to which the research findings upheld the existence of the key influencers and six
stages of leadership identity development as proposed by Komives et al. (2005). The
specific questions this research attempted to answer were (a) How do the relationships
formed through fraternities and sororities contribute to identity development? (b) What
are the key influences that contribute to this development? (c) What are the key processes
that contribute to this development? and (d) What roles do advisors play in this
development?
This study was conducted within the framework of a grounded theory research
method and utilized the model of Leadership Identity Development (LID) proposed by
Komives et al. (2005) based on the findings of a study of 13 college students, both male
and female, on the campus of the University of Maryland, College Park in Maryland.
Analyzing the data gathered in the study for patterns or themes, Komives et al. (2005)
postulate the existence of five key influencers of leadership identity formation occurring
across six stages of development (see figure 3). This study dealt with the four
developmental influences: adult, peer, meaningful involvement and reflective learning.
Key Influencers of Leadership Identity Development
The five key influencers of leadership identity development, according to the LID
Model theorized by Komives et al. (2005), are categorized as the following:
developmental influences, developing self, group influences, changing view of self with
others and broadening view of leadership. As shown in figure 3, the model proposes that
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leadership identity development is formed by the interaction of developing self and group
influences, which in return shapes an individual’s changing view of self with others and
broadening view of leadership. This interaction occurs in the context of developmental
influences. The following is a detailed discussion of the findings from this research study
as they relate to developmental influences.

Figure 3. Developing a Leadership Identity: Illustrating the Cycle
Source: Komives, S.R., Longerbeam, S., Owen, J.E., Mainella, F.C., & Osteen, L. (2006).
A leadership identity development model: Applications from a grounded theory. Journal
of College Student Development 47, 401-420.
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Developmental Influences
The LID Model puts forth four dimensions of developmental influence that foster
leadership identity formation. These developmental factors are: adult influences, peer
influences, meaningful involvement and reflective learning. The data from this research
effort provide varying degrees of adult influences and strong evidence of peer influences.
At the same time, the results suggest the early presence of considerable meaningful group
involvement by the participants coupled significant consideration of the meaning of those
experiences. Detailed discussion of the findings related to the four dimensions of
developmental influence for these study participants follows.
Adult Influences. The data emerging from this research provide support for the
role of adults in the development of one’s feelings of capability and efficacy. Adult
influences, as identified by Komives et al. (2005), are individuals who posses higher
levels of professional experience or held positions of greater responsibility than the study
subjects did at the time. Komives et al. stated that adult influence in Stage 4 of the
Leadership Identity Model focused on making meaning of leadership experience as well
as continuing roles as mentors. In this study, participants looked to adult advisors to
process experiences, gain deeper understanding about their roles as leaders, and later
apply what they learned to future leadership opportunities. Those adults cited as being
influential in the participants' leadership identity development were primarily chapter
advisors. The student leaders in this study described the value of their advisors, as well
as, the challenges they posed to their leadership development.
For several study participants, adult advisors served as a resource and confidant.
These individuals conveyed important chapter and national organizational information
and helped students process challenges and conflicts. However, for other study
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participants, adults were less valuable because the focus was less on the individual and
more on the organizational identity. Student leaders, for these advisors, were perceived to
be a conduit to keeping the organization out of trouble and meeting established
organizational standards. As a result, for some study participants, adult advisors were
relegated to being someone they just reported to or sometimes avoided as these Greek
leaders rarely received or sought input related to their leadership identity development
from their advisors. In explaining how the model fits each participant, data will first
report on those relationships where adults contributed to leadership development. The
first adult theme discovered in this study refers to the guidance and resources provided by
adults which in turn aided leadership efforts with the organization.
The Sounding Board. Many participants referenced their relationship with an
advisor as an opportunity to express concerns or frustrations with chapter member
performance and organizational management. Greek leadership, for these participants,
was time consuming, sometimes conflict oriented, expectations heavy and at times a
lonely exercise. Kari mentioned how being able to discuss these challenges with an
advisor was valuable to her:
You know, I’ve had rough days and I do I talk to my advisor about it because
that’s who understands what I’m going through and what I’m trying to deal with.
You know, I don’t complain to other members in the chapter because they don’t
understand it and if they hear me complaining they’re going to think, oh no,
things are going wrong and can’t do the job. I could do the job. I just needed to
process what was happening.
Kari stated it was important for her advisor to serve as a sounding board. She wanted to
remain positive in front of the members and therefore needed a process to express her
frustrations. Her discussions with her advisor were the experiences she needed to lead the
group effectively.
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Jon described a similar value for an advisor and actually coined a term for this process he
titled “venting up”:
You vent up. You don’t vent across. You certainly don’t vent down. If you vent
down, people complain about you or people know things that they shouldn’t. If
you feel a way about a certain member, other members shouldn’t know about that.
You should discuss that with your advisor. But, when you tell a member, it may
not be that trustworthy of a source and that member may find out, then it becomes
you have to address. You need the advisor to hear that and not anyone else
William also referenced a similar role for his adult advisor which was also
combined with perspective taking. This relationship contributed to his decision making
process about chapter membership:
I’ll call him when I’m really mad at everybody in the chapter and I just, I don’t
vent down, I vent up. I’ll be like we should kick so and so out. Let’s have a
membership review. And he’s like, no, that’s probably not smart so why do it?
And so, he’s that mix of you know he calms me down a lot because he tells me
what’s good because not many people understand how a chapter works like him.
Marcus characterized his interaction with his advisor as forcing him to keeping an
open mind about chapter membership and direction. Marcus describes a “business focus”
to leading a chapter. This tactic meant he had to take immediate responses to chapter
situations and begin initiating a plan of action. He also commented that he was devising
his response while still getting all the pertinent information from members. He
communicated that his adult advisor challenged him to listen a lot more before making
decisions:
Really, again it goes kind of back to you can’t take thing personal being in a
leadership role and my advisor helped with me. So, with the experience and help
from talking to different advisors, to be open-minded, to always be willing to hear
an opinion because you can always formulate something in your own head, a few
of you guys can formulate something that sounds really good when just a few of
you are in the room and again if you guys are still at the drawing board and you
know, someone else comes in at the appropriate time and wants to offer their
opinion even though you may have a solid ideal orchestrated you still need to be
open-minded and let them get their opinion out because it could enhance the ideas
that you guys have already come up with to better overall achieve the goal.
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Marcus’s adult advisor demonstrated the value of effective listening and how it
contributed to leading the chapter. His advisor demonstrated how active listening can
help build the necessary effective relationships to lead a chapter and accomplish his
established objectives.
For these study participants, adult advisors served as a way to express concern
and frustration about their leadership experiences. Participants commented that their
interaction with adults allowed them to maintain a positive organizational environment
while dealing with various membership and performance challenges. Study participants
also referenced how advisors provided meaningful interpretation of the experiences they
were having as student leaders.
Making meaning of leadership experiences. Study participants referenced how
adult advisor interpretations of their experiences provided clarity that wasn’t initially
apparent to them. Participants discussed how these advisors contributed perspectives
which reframed experiences that in return provided additional learning and/or new
approaches to their efforts. Cheryl referenced how her adult advisors demonstrated the
value of her periodically stepping away from all her chapter obligations:
For my leadership development, I think one of the biggest things they have taught
me is going through life, like I said I had to take a break take a step back. They
taught me I can take a break. But, once I get out of school and get a career if I
take a break or step back from something that means rent doesn’t get paid. So,
they have taught me how to manage my time and people always scream time
management but they have taught me time management better than anybody else
because they try to teach me that how can you keep 100 year old organization
running and floating while everybody is having a hectic life and living a hectic
life? They basically taught me how to learn from my sister who can do what,
delegate what tasks and make sure everything is effectively happening.
Denise described how her adult advisors influenced her leadership effort and growth
because their perspectives originated from a similar student experience and being an
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alumnus. In other words, her advisor provided relevant connections back to her time as a
student leader and combine them effectively with her view as alumni advisor:
They’ve been able to give me some of the best advice I could get because they
have had that experience and they’ve been there. They’re also at a different point
in their life so they can see from a different perspective. What I see I when things
aren’t working out or when things get frustrated or like is different than what they
see when things aren’t going to plan. That is so valuable to me. Also, they’re all
around my same age and their perspectives come from that generation of
leadership. So, it is consistent. They have helped as far as giving me advice to
help my chapter, but then they’ve also given me encouragement and new
perspectives.
Komives et al. (2006) commented as students continue to develop their leadership
identity they create “a new openness to feedback from adults and reflect on how they
might incorporate that feedback to be more effective “(p.411). Kari indicated her
advisors helped her reframe situations and as a result she became receptive to and valued
their feedback:
They were very encouraging and would always point out what I was doing right
and what I was doing wrong and so I definitely learned from them. There were
definitely times when I didn’t think it was a big deal when I messed up on
something I was working on, but in my position before I was president there were
some times where I wasn’t doing what they needed from me and I didn’t think it
was really a big deal. But, it really was for what I was trying to do so they would
take it really seriously and teach me that. And so, I would learn through that.
They weren’t afraid to speak up and they weren’t just trying to sugar coat
everything. And so, I appreciated that and even now they’re so encouraging and
they try to make sure that I know that I have made an impact and that they’ve
really enjoyed working with me over these years. They support me through
anything else I want to do and so it’s like more than just an organization. We’re
kind of friends or sisters.
Sara also referenced how her advisor gave her new perspectives on her leadership
experiences:
You can’t discuss issues with somebody that isn’t maybe directly affected by
what’s going on like anybody in or below your chapter. Not another president or
someone below your position because they don’t understand the big picture and
they’re just hearing this one part. They’re going to create in their own mind what
they’re hearing from you. And so there my advisor, she understands the bigger
picture than I do. So, when I complain to her she kind of helps me put things into
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perspective because she’s already been there & done that. She understands where
I’m coming from & she doesn’t judge me or say oh, well, that’s just a silly
sorority problem. It’s my advisor so she understands it’s serious, but sees the
even bigger picture. Even my providence director who sees a bigger picture than
my advisor can help me put it in a better perspective.
For these participants, adults served as “meaning makers” who helped them
explain not only what was happening in the organizations, but also how to improve
efforts and grow from the experiences. These advisors also permitted students to voice
their frustrations and supported their “vent up” concept, which was referred to by some
participants. Many of what was discussed with advisors related to chapter activities and
process.
Chapter operations. Participants also conveyed the important role advisors
served In being an operational and leadership resource. The work of a Greek leader is
complicated and is filled with many rules, processes and paperwork. Participants stated
advisors serve as a go-to person for guidance on operational matters. Student stated this
knowledge enabled them to lead the organization more effectively because they were
provided resources beyond written operational procedures. Walter commented on this
value of this adult guidance as the following:
Our advisor has been a very, very good resource because he’s been through the
same exact things that we’re going through in the chapter and depending on
instances, he’s held the same positions we have. And if he didn’t hold those
positions, he’s at least read the operations manual for that position quite a bit. He
can always, you know say well, this is what we did and it worked or this is what
we did and it didn’t work in my time or I had this great idea, what do you think
about implementing it in your chair? He is there and available if you do need to
ask him about a particular subject. It would have been impossible to lead without
having that resource
Sara discussed how an adult advisor provided recruitment strategies concentrating on
creating engaging conversations with potential new members. This guidance was
essential to her eventually leading a successful recruitment process:
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My advisor helped tremendously with recruitment and her specialty was
conversation skills. She had awesome tactics. And I know there was this one in
particular where she said no one will ever forget-you may go completely blank
when you’re talking to someone when you don’t know them and sometimes you
get really nervous-but you never forget your own initials and so she had this
method that we all used that worked beautifully. In fact, I still use it today for
interview and networking events.
Charliene, who took a very early leadership role in the chapter, relied on her adult
advisors for structure and operational information:
We have graduate chapter members who kind of teach us the ways of our
organization. They’re kind of our example. We conduct our chapter meetings
like they conduct their graduate chapter meetings. We run our programs similar
to theirs. So, they kind of give us the tools we need and give us ideas of how
things should run. When they see a particular role in us or interest they’ll talk to
us about it and you know, they’ll say hey, you can do this. You know, you may
not believe it yourself but sometimes when I find myself doing it you’ll say oh,
this is not so bad after all. And they’re always at our meetings and available for
communication any time we’re having a problem or whatever. Any time
something goes good, something goes well, they’re always talking to us giving us
feedback. They sometimes tell us things from a different perspective than if we
were talking to our members because they’ve been in the organization for so long.
She goes on to demonstrate how that impacted leading the entire chapter:
Yeah, because we don’t always know, when we’re scheduling programs for
example, we don’t always know who or what to do or how to do things and
because they’ve been doing it for a long time they’ll come by and say hey, you
know, think about this and you know, what if you have this many people. They
just guide us in a sense.
Denise referenced how their emphasis about academic performance and scholarship
guided organizational improvement:
We needed to bring up our grades, we need to focus more and there were
differences at first but after our grades improved last semester, we kind of see that
hey, that was a good thing. And we kind of reward us by letting us do things. So,
it was a challenge at first, but after the fact we saw that it was beneficial. So, now
we’ve become more trusting of them. You know, sometimes when we don’t
always understand, we sometimes do it anyway knowing that they wouldn’t lead
us down the wrong path.
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Participants did rely on the information and direction provided by adult advisors
regarding chapter operations. They served as valuable sources of information and history
that students used extensively to lead the chapter. However, for other participants,
interactions with adults that solely focused on chapter operations created some challenges
related to relationship development. For some participants, advisors primarily
concentrated on ensuring a certain image was maintained and that the chapter did not get
in trouble with the University and/or the national headquarters.
The Brand Protectors. A group of study participants indicated adult advisors
were very focused on protecting the image of the fraternity and practically nothing else.
This adult advisor’s concentration on chapter management translated into what James
described as aggressive chapter brand protection. He discussed what impact this had on
his leadership experience:
Our advisors, they’re more pushing on national programs and protecting our
brand. You know, doing everything our founders did. You know, being the
prototype brother! I can say that our advisors on and off campus have been you
know, they’ve been helpful. They open up doors for us as far as internships and
you know we get a lot of free stuff! But, I can say the influence has been better
from the faculty and staff than from the advisors because based on my
experiences and relationships I have with people here as opposed to knowing
advisors for a short amount of time because I’ve only been a brother for a year
and a half as opposed to knowing everybody here for four years. That also wasn’t
the focus of our relationship. It was here is how you become a brother and follow
these rules.
Jon viewed his relationship with his adult advisor as an employee and boss situation. Jon
wondered at times if his advisor wanted him to lead or simply follow his direction:
It has been almost been like a boss-system. For instance, there are bosses that you
get along with and there are bosses that you don’t get along with and there are
bosses that have different kinds of managing styles. For instance, my advisor,
Jim, love him, he’s a good guy, but maybe he’s not the best advisor because we
feel like he’s, as an advisor, your job is to advise, and at times, he’s almost too
hands on. We’re told over and over again, as 18-22 year olds, that we’re not here
to run the chapter. We are here to be advised, but at the same time, every time we
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go to them to make a decision, we have to wonder if they’re advising or trying to
run the chapter.
Dan discussed his advisor as being a monitor of chapter behavior and nothing else:
There isn’t much I can say about my advisor. He communicates his primary
responsibility is to keep us out of trouble with the University and the national
organization. He has offered help if something has gone wrong at the house or at
event. Other than that we don’t discuss that much with him. It is basically a report
to relationship, but not anymore than that. I am not sure how I can tell you
anything that I have learned from him except that we need to stay out of trouble.
Renee referenced how adult advisors did attempt to assist chapter leadership by
demonstrating how they adhered to standards during their student leadership tenure.
Renee, however, found it frustrating when advisors would not recognize that those
experiences were not always contextually appropriate. She discussed how these
perspectives were constraining especially when advisors were recent graduates:
They were a good influence because they were willing to help and were really
excited and everything, but then they kind of almost got to a point that they were
reliving their college years. Chapters change. It’s four or five years later. And
every year the chapter changes because every year you’re getting new people that
influence the chapter differently. And so, they brought a lot of ideas of a lot of
the stuff they wanted to bring back, but I got really tired of hearing that’s not how
it was when we were in the chapter and we can’t believe you’re doing this and
stuff like that so they’ve been kind of a good and bad influence.
Kari described how she almost missed an opportunity to be a president because of
the reaction an advisor had to clerical errors she made on paperwork submitted to the
national headquarters. She had to go through a complicated process to regain her
advisor’s trust and confidence: in an effort to regain the eligibility to run for president:
I was going to be removed from the ballot of being president and was processing
the experience. I was like okay I get this. You’ve been here, done that and you
probably know what works and what doesn’t and if you don’t think this will work
then I trust you. You know, it hurts me because that’s what I really want because
I think it would be great for me and the chapter. So, I wanted it really badly, but I
respected her as an instructor and thought it would be less dramatic and easier if I
did it myself. But, the day of the meeting where I was supposed to take my name
off, at our executive meeting, our chapter advisor pulled me out of the room and
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was like I’m on the phone with your province director right now and she’s
reconsidering. She needs to talk to you and so she was asking all these questions
like you know you have to do it like this and you have to answer and are you
going to do this? And then they were like do you want this now and I was like I
don’t know. I then decided the relationships were important to me and accepted
the ballot position. However, I did walk away wondering what the experience
with the advisors was going to be after going through that. It was almost felt like
integration.
Renee believed that advisors who simply focused only on protecting the organization
limited opportunities for growth and learning:
They yell and that is not really going to do anything, but it’s all they know to do
to protect that brand. The point on this is to see the bigger picture. And to see
past just us and to see in the future and that’s why they’re there-to help us ad stuff
and it’s really hard for a young advisor that’s in that position at that time because
what they’re seeing is right now and what’s going to happen now. For me, when it
comes to adult advisors in Greek life, there’s a difficult balance there but the
primary thing is making sure that brand is forwarded by providing some
opportunities to learn from the mistakes you make.
Jon discussed how this type of adult action impacted whether he viewed his
advisor as a resource. At times, Jon went as far as to avoid speaking with his advisor for
fear of being lectured at length for not adhering to organizational standards:
I’m reluctant to call Jim because then it’s 30 minutes of why didn’t we do this,
why didn’t we do that. I can’t get the point in why I called, so if I can be
completely candid here, we’re at a point where we don’t want…you know, Jim,
your time has come and gone and it’s time for us to get another chapter advisor.
And for instance, I had a simple question the other day and so I called our finance
advisor who we want to be our chapter advisor next instead of Jim because I
didn’t have time or the patience or frankly where with all to hear another lecture.
Dan thought his effectiveness as a leader was being limited because his could not discuss
leadership challenges or perspectives with his advisor. He described the need for adult
influence:
It makes the job harder first off because you know, if you don’t have that higher
power that’s been through all this before, like he’s been through everything. He’s
been in a fraternity, he did all that stuff so he understands that whole process so
you need somebody that will come in and not just monitor but you know, tell us
how to do it. It’s sort of like we are in a daze almost and I feel like if we had more
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support or something than I could maybe push the guys more or maybe push them
to reach higher and want to be a leaders.
Fraternity and sorority leaders in this study found adult influence to be both
supportive and challenging. Adults provided them with perspectives and served as a
sounding board when challenges bubbled up to a significant frustration level. However,
some participants also believed their advisors were too focused on what they thought the
chapter should be and neglected advising them as leaders. They comprehend why
advisors focused on chapter operations and performance, but felt not being able to discuss
their experiences was detrimental to leadership development and how well the chapter
performed. Students consider themselves the face of the chapter and wanted guidance on
how to deal with those pressures associated with Greek leadership effectively.
Meaningful Involvement
In the model theorized by Komives et al. (2005), involvement experiences
provided “training ground” where leadership identity develops (p.598). These
experiences contributed to value and interest clarification as well as helped students
experience diverse peers, learn more about themselves and acquire new skills (Komives,
et al., 2005). The data from this research support the presence of considerable
involvement in team-based and other group activities for this sample of study participants
and these experiences having an impact on their leadership identity.
Komives et al. (2005) referenced the category of developing self “containing
properties with dimensions of personal growth that changed throughout the development
of the leadership identity” (p. 599). Komives et al. also stated that as students developed
their leadership identity, they were able to categorize certain aspects of their personal
identity. For some participants, as suggested by Komives et al. race and gender were
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critical to discussions about their personal identities. Others described how the
development of personal values and a sense of personal integrity were important to them
(Komives et al., 2006). For the participants in this study, becoming part of a Greek
organization became an integral part of their identity and it had various impacts on their
leadership development.
Identity Change. Many participants experienced a change in personal identity
after they joined a Greek organization. Their personal identity became aligned with the
perceived organizational identity. Hogg (2001) stated that social identities do reflect
one’s membership in groups of commonality. James discussed how, when he joined the
chapter, his campus persona shifted from James “the student leader” to James “the
member of that particular chapter”:
It’s a burden but it’s a blessing. Me personally, I’ve worked hard enough to put
my name aside from Greek life, but once you cross and you get your letters,
you’re always going to be James the organization member. Before that I was
James the orientation guide. You know, I remember you from Orientation. It is
first impressions. When you see me on campus, you’re going to either relate to me
as the counselor or the Greek organization member. I mean, it’s a burden but it’s
a blessing. Why is it a burden? Because you know, you take on everything that
comes with you. You know, some of my brothers don’t do so well in social life or
in Greek life or, you know, in academics. So, people will be like, okay, you’re a
Greek member. Your brother did such and such at the party last week. But, it’s a
blessing because it opens doors for networking and brotherhood. You have realize
there are both sides though and be prepared to handle that.
Cheryl expressed frustration with a similar change for her:
I don’t like it because I don’t like having to be named for so many different
people or named for one organization because I’m still thinking for myself. I’m
still Cheryl. I don’t like the fact that when something happens, I have to be
involved or I have to be mentioned when something happens even if I wasn’t
there or don’t know anything about it. I’m still named for that situation because
I’m a part of that organization. To me, that doesn’t make any sense. Like if
something happens at let’s say a party then I become associated with that even if I
was at home that night. Or if somebody’s saying oh yeah, Cheryl the X, I don’t
want to be the X if…I feel like it has a place. Like, don’t just put that as a label
on me.
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Sara recalled how her Greek affiliation changed interactions with students in another
program:
All of sudden I became Sara, the Greek organization member. The organization
reputation that was laid years before I came was automatically tied to me. People
I was friendly with earlier would walk past me and not even say anything. And I
mean I won’t go into detail or anything, but it kind of made me second-guess why
I joined a chapter. Did I join a chapter that’s not good because I thought joining
Greek life was going to be so awesome and it was going to be how it is in the
movies and then it was kind of like why? Do they have a bad reputation or do
they like me because they don’t like one of the older members or something? I
think that was part of it because once you’re in a chapter, any reputation or
anything that’s happened in that chapter, you have that stuck to you. So I think
that’s why girls are always stressing that you wear your letters all the time. So,
sometimes it’s frustrating for the younger women. Because I had that situation
happen when I was talking to someone and then I became and because they were
in a different chapter it was like, bye!
Denise referenced how people would make first impressions based on organizational
affiliation:
It kind of sucks that it’s like that especially because I feel like every chapter you
get into and you’re like oh, she’s this but she’s not like the other ones and you get
surprised by it when in reality nobody like I don’t know.
Kari revealed how she went to great lengths to hide her organizational identity if she
thought a group she was working might treat her differently:
If find myself working with another group on campus and they have a negative
stereotype towards all Greeks in general, like I will maybe not tell them I’m
Greek at first. Like, I will eventually because I want them to know hey, I’m
Greek and I maybe don’t fit your stereotype but I don’t want that to be my filter.
I want them to get to know me and then I’m like well, I’m also Greek so does that
you know, change your opinion? If it does, cool, if it doesn’t that’s cool too. So,
I might just hold that back and kind of let them create their own feeling of who I
am and then I’ll fill them in more.
James commented that it was almost like having two personalities:
So, to take on something that’s way bigger than you brings pressure because you
have to live up to the standards as far as your fraternity or sorority goes and you
have to maintain your reputation. It’s just like you’re a double person and it just
takes too much time.
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For these study participants, leading in a Greek organization not only meant
achieving organizational goals and holding members to high standards, but it also
resulted in an identity change. The Greek leaders in this study were not only identified by
their position, but also by their organization and its perceived values and reputation. This
merging of personal and organizational identity also required participants to deal with
stereotypes from other students, faculty and staff. These stereotypes, as described by
them, were a constant consideration when interacting with variety of community
members.
Fraternity and Sorority Stereotypes. Warber, Taylor and Markstalker (2011)
suggest fraternity and sorority members engage in shared attitudes and behaviors, thus
forming group boundaries. As a result, stereotypical perceptions about Greek
membership by non-members are formulated based on perceived and observed behaviors.
For example, members may be viewed as more sexually active and poor performers in
the classroom, yet at the same time, more socially competent when compared to nonmembers (Scott-Sheldon, Carey, & Carey, 2007). Wilson and Tollini (2013), in their
study of sorority stereotypes, found that women self identified with most commonly held
negative stereotypes, by non-members, of sororities as: partying, promiscuity, hazing,
dumb, poor relationships, and being rich. Students in this study did indicate experiencing
these stereotypes in leadership roles and interactions. Warber et al. (2011) noted” it was
important that educators generally understand intergroup dynamics between members
and non-members, as fraternities and sororities are prominent groups on many college
campuses and intergroup contact is inevitable “ (p. 16). Participants referred to these
dynamics and how they deal with them as student leaders.
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Interactions based on stereotypes were prevalent for students in this study. Their
personal identity being fused with their organizational identity resulted in their
addressing stereotypes about what Greeks represented. Kari referenced how she had to
clarify how one actually becomes a Greek president:
There are some people just think it is a popularity contest. I was named president
because I was the most popular. I explained it’s an intense process trying to
become the president of a sorority. It’s not going to happen just because
everybody likes you or something. You know, you have to go through an
interview and the directors above your advisors have to approve you. It’s a
lengthy process so. I have had that conversation many times.
Warber et al. (2011) observed social contact between members and non-members
could influence overall perceptions of stereotypical fraternity and sorority behaviors.
Charliene maintained external friendships with non-affiliated women because she felt it
was important to address stereotypes:
I was still going to be friend with these women even after I joined, but I made a
point to maintain consistent contact with them. I didn’t want them saying, well
Charliene became and she is this and they are that. It was important to me, but
also important for the image of my organization.
Denise discussed how she had to deal with the stereotype of what a Greek leader actually
did within the organization:
Greek are so stereotyped and so that made it kind of hard to maybe sometimes be
proud of being a leader. You know, there are so many stereotypes as opposed to
saying you’re president of like Student Government or something that’s looked
highly upon. You spend a lot of time correcting perceptions about behavior and
leadership.
Kari revealed how she addressed these leadership stereotypes:
I guess it’s more amongst peers because adults don’t really mock you, but
students might be like, what does the president of a sorority do and I’ll have to
explain it and they’re like oh, I didn’t realize you did all that stuff. And so, but
there are some people who might not ask and they’ll just keep that perspective
and think that whoever is named most popular might be president or something,
but like, it’s an intense process trying to become the president of a sorority. It’s
not going to happen just because everybody likes you or something. You know,
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you have to go through an interview and the directors above your advisors have to
approve you. It’s a lengthy process. I found myself having to explain to peers in
other groups
Sara described how she was always conscious of her image because she did not want to
reinforce those stereotypes:
You’re representing your chapter to the faculty, students and other people you
want to see what your organization stands for and what the founders wanted your
organization to look like or what they wanted the values to be. And so, you try to
like show that even if someone is not talking to you, they may see you and see
your letters and associate it because of what they depict in society as leadership.
First impressions matter.
Renee indicated she had to do the best job possible and prove her value when she was in
non-Greek organizations:
I try to show that I’m proud of it because I am, but there is some hesitation just
because I know that there are some preconceived notions about them like, oh,
what do you really do? It’s a sorority. Do you bake cookies? Do you like draw
and decorate things? People are like, well, what do you do? It just sounds sillier
than like growing. You spend a fair amount of time defending your choice to
become Greek.
William, however, thought these challenges presented an opportunity to grow as a leader:
I agree that you taking on your organization can be a problem but for me that’s
one of the greatest things about the Greek system. I think all of us in here (focus
group) and then other people are reaching out to kind of tear down those
stereotypes. I can go down to another chapter house and talk to anybody even
though I’m this or I can go to the other groups or any of these sororities and really
talk to anyone. Any person leading an IFC chapter has a vision that is that we
should all be friends with each other and should all be a close community because
we don’t have that many people and you know most of the people and everybody
make mistakes. So, I feel like the leaders are pushing really to incorporate
everyone and kind of go up to everyone because that’s what it’s all about. There’s
no point otherwise.
Addressing these stereotypes, for these participants, came with an intense focus
on how they were perceived by others. Impressions were very important to these
participants as students and leaders. They were concerned of what others thought about
them or how they presented themselves to students who were both Greek and non-Greek.
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For many participants, their visual appearance was an important part of their leadership
identity.
Visual Identity of Being Greek. Many participants believed personal appearance
was essential to being an effective Greek leader. In other words, how you looked and
what you wore influenced how you lead and how you were regarded as a student leader.
Jon describes how he committed to a certain kind of visual conformity in order to lead a
Greek organization:
I think I’ve conformed. People don’t make you wear stuff, but if you hear people
teasing others for wearing certain things, you’re not going to want to wear them
anymore. So, now I joke about it in a sad kind of sense. I tell people I’ve
conformed a lot because I wear Ray-ban sunglasses, polo shirts, khaki pants, Cole
Hann shoes, argyle socks and a frat boy haircut. Typical white males just want to
be successful business leaders, so you dress nicely and have nice haircuts. You
don’t want to dress like a bum. So, I think I’ve conformed in that way.
Kari thought changing her style of dress was important to being an effective Greek
leader:
When began to assume leadership roles I started to take a little bit better care of
myself and how I looked on campus. Not that I didn’t care about myself my
freshmen year, but I probably wouldn’t have dressed up as much as I have this
year being president because I know impression is definitely important and that’s
something I know will probably carry out the rest of my life in my job. I mean,
even, just like personal actions. Maybe I said that. Impression goes with
appearance and actions, I guess, right?
Dan felt he was a role model for his chapter partially due to the way he dressed:
I appear well. I dress well. I don’t like to look sloppy all the time. I guess
appearance is one thing in being a role model as a Greek leader. I believe I have
reached my level of leadership because of my visual appearance. I know it is not
the only thing, but it certainly played a role and continues to have influence.
Maurice expressed a similar sentiment:
As a president, what you wear and how you dress is important. It leaves
impression of you and the chapter represented. I don’t want my organization
being regarded as a sloppy. So I’m aware everyday of how I looked because I am
representing the chapter in the way that I dress.
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Jon discussed how appearance was more than just clothes and a nice haircut:
Jon: Well, you’re the image of your fraternity. That’s why someone said about
the guy running against me, do you want so and so to be the face of our fraternity?
Even though he dresses nicely, but his attitude as far as his treatment of girls, it’s
kind of like an image, it’s got to be how you look to advisors, how you act to
girls, how you are in IFC, just everything.
Interviewer: It sounds complicated
Jon: Yeah, I would say so because you have to wear a different mask and I don’t
want to say that I’m a different person for different people, but you want to dress
a certain way for your brothers and be like a normal guy, but when you come to
meet with your chapter advisor and your alumni, you’ve got to dress up and put a
button-down on it. So, it’s trying to balance being just one of the guys and being
a CEO of sorts.
Denise described visual identity as almost an expectation with being a Greek leader:
It is that concept of how you carry yourself. It’s an interesting dichotomy because
it’s almost, I’ mean, not that you would walk into a Spanish Club or ESL club
meeting dressed all sloppy, but it seems more emphasized in Greek life how you
dress and what you look like especially for a president. It is because you’re
representing your chapter to the faculty, students and other people you want to see
what your organization stands for and what the founders wanted your
organization to look like or what they wanted the values to be. And so, you try to
like show that even if someone is not talking to you, they may see you and see
your letters and associate it because of what they depict in society as leadership.
This focus on visual identity was also an area where students indicated differences
in leadership exercises and roles between affiliated and non-affiliated groups. For some
participants, who were also involved in other organizations, leading a Greek organization
was a lot more challenging. For others, organizational culture was a key distinction
between Greek and non-Greek groups. Participants still sought these leadership
opportunities outside of Greek life to gain new experiences and perspectives that in turn
aided their leadership development as a Greek leader.
Importance of Joining Other Student Organizations.All of these participants
were involved in other student organizations on campus. Their leadership roles ranged
from executive directors to promotion chairs to fundraising leaders. These external
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fraternity and sorority experiences were important to them because they provided
balance to their Greek life experience. In other words, they relished their leadership roles
in their Greek organizations, but they still wanted different leadership experiences. For
one participant, the motivation to join another organization came from an older chapter
member who encouraged him to seek opportunities to develop skills and promote the
fraternity. Jon discussed how he became a member of a fundraising organization because
older brothers suggested he join:
An older brother told me I should be an organization captain for this fundraising
group. It was something the fraternity had supported for some time and they
wanted their best guys to be part of it. I thought that was compliment and possibly
an indication I could attain
Charliene joined another group because opportunities to become a member of a Greek
organization came later in her college career:
I became involved in organizations related to my major when I first started
college. I wanted to make the connection that way first. Plus, the organization I
wanted to join wasn’t taking new members when I started school so the
opportunity just wasn’t there.
For Walter, he simply wanted to be part of something that was different than his
fraternity’s
organizational environment:
I simply wanted to be part of something that was a different culture. I love my
guys and what we stand for, but I am not going to lie it can be draining
sometimes. When you are recruitment chair, you have to make assignments, you
have to communicate and monitor progress, you have to address performance or
policy issues and you have to meet goals. I was looking for an outlet that had a
purpose, but just wasn’t as intense as my leadership role in the fraternity.
Other participants sought something beyond “a different experience”. Group
organization and/or causes appealed to them and they wanted to contribute in some way.
William referenced his interest in making a difference in another area of campus as to
why he joined that group:
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I am just passionate about new students becoming involved with and staying at
our University. The freshmen camp does that and wanted to be part of that. It is
about having pride in your school and telling new students about it. It is different
type of experience that I wanted to have as a student leader. I think you need that
when you lead a fraternity. Otherwise, you easily become consumed and that isn’t
healthy.
For Renee, it was an opportunity to engage in a multi-gender organization:
I wouldn’t trade my experience with my sorority, but there are just times where I
needed to be in a group that was mixed gender. It is tough leading a group of
women all the time especially if you consider how long your membership is in a
sorority. It is four years for most of us and for me I needed a balance. By balance,
I mean groups that had both men and women as members.
Study participants discussed in length the value of having external experiences to
their fraternity and sorority leadership efforts. Whether it was by developing skills with
outside opportunities that were not readily available to them in a Greek organization or
exposure to purpose or cause, students in this study sought leadership development
activities outside of just being a leader in their respective Greek organization. Despite
this interest in other student organizations, participants were committed to leading and
supporting their fraternity or sorority through an extended period. For the most, their
engagement lasted most of their undergraduate college experiences. Participants
discussed how this type of commitment created growth for them.
Commitment to Membership.For many participants, the experience as a Greek
leader was unique because of the extended time commitment they made to the
organization. Their engagement with other organizations may have lasted a year or two,
however, Greek life involvement for most of these participants was a significant portion
of their college career. Denise referenced the differences in her experiences:
Some other organizations, you know, you can stay in it for a year, but in fraternity
and sorority life, particularly if you do stay in it and you don’t basically drop the
chapter and graduate you’re a member for life. And so, I think that adds a
dynamic as opposed to another organization where you’re literally only involved
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in that organization for however many years you want to be while you’re in
college. You can’t walk away from challenges. You can’t quit because you are
bored. You made a commitment and have to follow through.
Renee had similar thoughts about her time commitment to Greek life:
I do think you learn a lot more in depth leadership being in a Greek organization
because a lot of students in other organizations may only hold that leadership
position for a year and that may be the only exec position that they hold or they
are kind of in that organization and out of it and then back in again. Well, in
Greek life, even if you start to fade out, you really can’t and so you’re really in it
for those four years and then some after that. And so, it really gives you the time
to rally grow as a leader in the chapter and grow as a leader in yourself because
you really have the time and the support from the chapter, too.
Dan referenced his time commitment with historical comparisons:
You’re usually compared historically in Greek life, what was done back then,
what was done earlier. We hear a lot of; you know old guys, come back on
campus and are like oh, campus isn’t what it used to be. I am worried about
leading a chapter with what I have, not what it was, but you have to deal with it.
James relayed similar feedback about legacy comparisons:
We used to do this. We used to do that. So, I just learned how to filter the noise. I
guess you could say it really, you know, it hurts when the guys you’re in the same
chapter with come in and these old guys say you’re not doing this and you’re not
doing that but it’s a whole different generation now and we’re reaching people
differently.
These different types or levels of membership were something participants
described as a challenge and unique to their experiences as Greek leaders. For many
participants, it required using various strategies and methods that were dependant on the
member background combined and was also influenced by what the leader was
attempting to accomplish.
Different Types of Members.Many participants in this study had to attempt to
lead those students who wanted to “be Greek” for the recognition and the social
opportunities, but from their perspective these individuals did not “want to do the work”
associated with such affiliation. This experience was challenging for several participants
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because they valued their relationship with these brothers or sisters, but were frustrated as
leaders because these members were not contributing to the organizational mission or
supporting its growth. According to participants, these individuals wanted the accolades
and image that came with being a Greek member, but were not interested in leading or
supporting the organization much beyond paying annual dues to the organization. James
refers to them as the “t-shirt wearers”:
The t-shirt wearers are only there just to wear the letters and when the work needs
to be done, they’re nowhere to be found. So, you have to stretch yourself thin in
that aspect which results in schoolwork not getting done and it results in you
know, relationships with family and friends, you know, you’re not really talking
to them because you have to pick up others’ slack so I’d say your social life really
isn’t what it usually is. I mean, it’s really detrimental because at the same time
you value these people as your brothers or sister and they’re not looking at you
the same way or view leadership in the same way.
When or why they joined.Many participants discovered, through their
experiences, that when or why people joined the organization impacted how they could
be led and what messages they would respond to. For these leaders, it created fairly
complicated interactions that were dependant on membership motivation or when they
joined the group. William realized that members joined the organization for different
reasons and he had to learn how to deal effectively with that:
You can’t expect everybody to be on the same level as you. Take freshmen camp
for example, everybody has one goal and you know, it’s the retention and to build
bonds and things of that nature. But, people join Greek life for many different
reasons. For example, in my chapter, some people join my group for networking.
Some join it for partying. Others join it for brotherhood because they don’t have
any siblings. You know, and others just join it because it looks popular on
campus. It is challenge to deal with these different levels of membership.
Cheryl described how her organization contained two separate groups based on when
members were recruited and initiated in the organization:
To be honest, leading my sisters isn’t the hard part because once you’re going
through the process and even afterwards and you get to learn them and learn how
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people do things differently or just learn them as a person, that’s not the hard part.
The hard part comes in when you’re trying to lead a different line because you
were taught that whatever group or year you came, you stick with them!
Whatever that one group decides is what’s going to happen. The problem comes
in when you’re trying to lead a different line because, like I said, that whole line is
going to think the same way. The line is going to handle that on its own. When
it’s time for a decision to be made, the line is going to make a decision on its own.
The other line is not going to make that decision. It’s gonna be clashing. And so,
when you’re in a sorority and it’s two different lines on campus, that’s when the
problem comes in.
James had to deal with older brother perspectives and wanting to make changes:
We’ll have the brotherhood sessions and everybody could being their ideas to the
table and we’ll be like hey, we’re reaching out to the older brothers and you
know, trying to get your wisdom because we’re doing something that we want to
try to avoid mistakes you guys have made in the past and they kind of exploit
their opinion whenever they kind of get around to it and it’s still gonna be
welcome, but again, you know, if we’re planning something for the campus that
we’ve been planning now for three weeks and you come in three days before that
event is supposed to happen with your opinion right now, it doesn’t really matter.
There is a time and place for that and it doesn’t matter year are you have to honor
that.
Walter communicated how leading members with various motivations was
different than his other organizational experiences:
I’d say yes they are different and I think that comes back to diversity. I think
diversity and goal orientation are the two. The reasons are different. Not so
much goal orientation in our chapter, but like obviously, for one group, you’re
raising money for a hospital and for freshmen camp, you’re wanting these 900
kids to have the greatest time ever and for student activities, you want to put on
good programs for the University and for orientation guide you want to have these
guys have a smooth transition. But, for fraternity, we want to get out of it
brotherly bonding, but those other guys may just want strictly partying out of it.
You know, girls, sports, that kind of thing. So, goal orientation can be a big thing
when you’re in leadership. But, what’s your focus? Because if I was a leader that
just wanted to party all the time I don’t feel like my leadership would’ve
transformed the chapter and helped the chapter as much as it did.
Jon referenced how members with different problems created a need for unique
approaches:
Yeah, different focuses when it comes to leading group with all Greeks and those
organizations with a mix. Because truthfully, a well-rounded leader should be
able to do anything, you know, reach out to any group, like everybody. But, in
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Greek life you may never encounter, let’s say you have a problem within your
organization using a lot of drugs. You probably won’t encounter that situation in
organization X. So, there are different focus groups and you’re going to see more
in one organization than in another. But, at the same time you have to be wellrounded and well-equipped to handle both of those. It’s just like anything else.
At one job you could, if you have an accounting job you know you could do
something completely…you could have the same exact job, but there are
completely different responsibilities at each place
The constant change in membership was something Renee had to deal with:
Greek organizations are unique because of the changing and fluctuating
membership. You have a large group of returning members and then a new group
who may be totally different. Most organizations just see snap shots of this. Greek
leaders have to experience this fairly consistently.
Jon made choices about who to interact with personally based on levels of
membership:
Some people understand like what you’re going through and your brotherhood
grows because of it. There’s a group of people that I spend the most time with
that are the low-risk guys. Whereas, the people that are the risk or the idiots I
don’t want to hang around them because they know and I know that they’re just
going to be stupid and I’m going to be the one who says, let’s not do this.
The student leaders in this study not only had to deal with different types of
members, but many participants articulated how organizational practices and processes
were generally more complex than non-affiliated student organizations. For many
participants, this influenced their leadership decisions and growth.
Organizational structure and operations. Previous research has indicated
students can develop useful skills as campus leaders within the fraternity and sorority
community (Hayek et al., 2002). Dichiara (2009) found that membership in fraternities
and sororities, provided students with a wide variety of opportunities to accumulate skills.
Long and Snowden (2011) discovered students, who served as chapter leaders
experienced gains in diverse interactions with community members, interpersonal
relationship skills and development of self-worth. Students in this study did provide
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some evidence of how skill development was different in Greek organization than
participation in unaffiliated organizations.
For many participants, the decision making in unaffiliated groups was less
complex. Sara stated “There was a lot done in freshmen camp, but I would just work
with my board and advisors.” Walter recalled the honor society was just “my advisor and
a few select leaders a couple times of year.” For these study participants, leading in a
Greek organization required working with multiple groups and various reporting
structures. Cheryl provided a detailed example:
Well, it’s funny because when I made a decision just for my women’s
organization, I talk to my exec board about it and then I make the decision. But, I
make sure to talk to them about it and see what the best thing is to do and then I
make the decision. Now, when I’m making a decision for my sorority that is
much a different process because I have to talk to my line sisters about it. And
then, if there are some people left from a previous line, talk to them about it and
see how they feel. You have to talk to the grad advisors. You have to talk to
somebody who crossed ten years ago. You know, it is never ending. Everybody
has something or an input to say. It’s never just as big as yourself or your line.
Your decision affects, well, it only affect the group of people that are still active.
But, you have to hear the influence of so many people. So, it’s just having to deal
with so many other people is the real challenge
Kari went in further details about how many levels were involved and the work it
required:
You have all these levels you to work with and answer to. There is the executive
board, and the members. Then depending on the issue or event or paperwork, I
may have to speak to my advisor and/or the alumni board and possibly the
housing corp. If it gets to something nationally, then I would to include the
province director. I didn’t appreciate all these levels until I actually started the
position.
There were a lot more roles for Maurice as well:
In a fraternity, there’s a lot to do because it’s a social organization, as well as a
community service organization so there are different roles that people have to
play that just a certain key amount of people can’t play, like four people can’t
play every role so it allows others the ability to step up and play those leadership
roles that may be you know communicating with people at a school that’s
conducting the community service that we’ll be doing or maybe even being the
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leader in getting paperwork in for our interest week on the campus. Just so many
different roles or even just actually leading the vent or being the host of an event
that we have. So, leadership really helps someone develop those characteristics
through fraternities.
Walter indicated how this decision making translated into accountability for him:
In the fraternity I’ve gotten to do more things and it was more applicable and I
was held more accountable where if you don’t do your job you’re going to have
somebody, most likely our chapter advisor saying hey you said you were going to
do XYZ, why didn’t that happen? So, it really makes you be on you A game,
where in another organizations, if I don’t really do something I’m supposed to for
a service project, it’s not really the end of the world. In the fraternity it’s taken a
lot more seriously to where you actually have consequences for your actions
whether it’s good or bad I guess.
Dan referenced how officers would be removed if they did not perform the work:
If you don’t do your job, you’re easily replaceable. There are other guys that
would be more than happy to take that position. There are other guys who want
to get plugged in but we voted that you were the best fit for that position and you
need to do your job. So, if you don’t, you will get replaced. So, I feel like in
Greek life, in our chapter particularly, you’re held a whole lot more accountable
and people are more on top of what they’re doing which I think is what makes us
a better chapter than most other chapters, you know, we kick people out of
positions and get better people to do it if you want to get judicial about it, but I
think that Greek life leadership is a lot more accountable in holding to you to
what you’re supposed to be doing and also with what you didn’t follow through
with
Walter discussed the size of the organization and how that impacted leadership
efforts:
Maybe because you’re having to deal with eighty brothers and you know that’s a
whole lot closer to what you’re going to have in real life where you’re going to
have people kind of fighting you back and people not doing what you want and
then having to mold some younger guys into great leaders and stuff like that. I
feel like in the other organizations, I haven’t been I guess as personable. It’s just
been more of a title sort of thing and I haven’t really done as much as compared
to my fraternity.
Renee translated the differences based simply on the level work:
In Greek life, you have to deal with everything from budgeting to planning events
and getting people in attendance there and being able to cooperate in big groups
also and I think that’s really, really important because we all function in a sorority
as a team but at the same time we’re 70 some odd girls that have 70 different
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personalities so it teaches you how to relate to other people and see how they
work especially when you’re in a leadership position in your chapter and you
have people underneath you, you have to kind of figure out how they operate and
how they’re gonna do things and how they like to get things done so they can get
their job done so you can eventually get your job done, too
Kari described it as being on call:
It’s like a 24/7 job when you’re president. It’s like who you are for that whole
term. You don’t check in and check out. It’s who you are and it’s what you do.
You’re always in that role. You have to think about that no matter who you’re
around. Someone could call you at any hour of the day to ask something of you
so I guess maybe not everybody realized that’s so true. But, you end up taking on
this whole new persona and you may not have to change who you are, but just
tweak a few things or pay more attention & be more responsible just depending
on your personality.
Cheryl had a similar experience:
You never disconnect. It can create struggles if you don’t know how to handle it
appropriately like the stress and stuff. I guess that might be another difference
between Greek life and another organization. In any organization, you have your
events and your little meetings, but then it’s done. It just seems like less
responsibility at least in some aspects.
This sense of always having to “be on” as a student leader meant for many
participants leadership was a never ending exercise. In other words, leadership choices
occurred at meetings, events, social setting, intramurals, etc. It was constant. This ongoing decision making process also required participants to separate the needs or
consideration of a personal relationship from leading the organization. The rituals and
standards did provide guidance with those decisions.
Rituals and Standards. For many participants, rituals and standards served as a
valuable resource for leadership growth and decision making. Harms et al. (2006) found
in a review of fraternity and sorority mission statements that values, often associated with
leadership, are integrated into the operations of Greek organizations. Callais (2005) stated
in order for fraternities and sororities as groups to enhance the educational environment
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of colleges and universities, fraternities and sororities must have congruence between
their actions and their stated purpose and mission. Callais (2005) added this could be
accomplished through interaction of these standards into all aspects of fraternity and
sorority life.
For participants in this study, rituals and standards contributed to decisions about
membership behavior, provided important clarification on what they valued as a leader,
and helped them address challenging fraternity and sorority circumstances. Jon described
how he used standards to make a decision about a new member:
Well, when I was recruitment chair, we had this standard which is what our
founders said we should look for in a candidate. And when you’re having an
argument about something, you go back and look at who you want to give a bid,
there’s seven standards. So, if you can say he doesn’t meet those standards, then
how can you give him a good bid? So, using that ritual as your standard for
giving a bid and as a leader for recruitment chair, you can’t, you know, if you are
a member of your fraternity, you cannot argue against your ritual.
Callais (2005) describes how ritual was intentionally developed to be a part of
these organizations. At different stages in their growth process, young men and women
knew that there would be various expectations of them (Callais, 2005). Denise’s
referenced how it influenced interactions with her sorority:
I guess, I mean, I guess the main thing is just trying to make sure that I am
constantly available or there for my sisters like even though I may have to make a
decision that’s not popular or make a decision that’s just for the betterment of the
chapter or something like that, still making sure that like my sisters know and my
friends know that that doesn’t change like how I view them. You know, it’s
basically like you always have to be accepting of your sisters and you know, not
looking upon them like judgmentally no matter what, just always being that sister.
William used it to deal with mistakes made by members:
Ritual is very important and what I have learn from ritual it is the idea of giving
and just kind of really realizing people screw up and that’s just something that we
really hold dear and learn throughout that whole week. And that’s kind of for
anything, you know, for guys we want to cut, we’re like, you know, give them a
second chance, because we know about that. That how it works for me ritual
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works is its lessons, but don’t know how everyone else’s is. There are lessons
and learning in second chances in learning. I have witnessed it is a president, but
ritually taught me that first.
For Maurice, it provided direction on what he focused on:
Service, because I’ve had several…I know and feel what my purpose is here and
that’s to help people in whatever ways possible and I’ve had several conversations
with God to allow me to touch someone’s life each day whether I know it
(indirectly or directly) and being involved in a social organization with service
being one of our top priorities is something that has really given me the ability
and even enhanced my spiritual growth because I know that’s aligning with my
spiritual, as well as my organization. And I love that.
Kari indicated how it strengthened her relationship with the organization:
I want to say that I feel like there may be more of a sense of pride and
appreciation for what you’re doing because there’s just so much ritual and
tradition going into this organization that you’re a part of. And so, you would
have to understand that and you would have to uphold that for it to keep on going.
Again, it’s something that’s long-going. It’s not just a club that popped up on
campus. And so, it’s deeper, I guess.
Charliene referenced how ritual was a motivator for her:
A part of our ritual is we have this phrase we use, “no excuses” so any time
something happens, I don’t know, it kind of motivates you to do more, you know?
If you’re late for class it’s like you know, why were you late for class? It’s
because I had to…you know…it’s an excuse, you know what I mean? So, it’s
eliminating excuses and I find myself trying not to always have excuses for things
Sara valued the history and legacy:
I think because ritual is so secretive there’s things in the ritual that are so old and
so…when I meet another sister it’s weird to think that we went through the same
ritual and we will have those things forever. A lot of people say you want to live
out ritual and I think that means that our founders set up ritual as a very sacred
thing and thankfully it’s been carried on and we’re up to I think 102 years. And
so I don’t want to disappoint another sister. You don’t want to ruin that legacy in
a sense because a lot of people worked hard to get it to where you are today. For
us it mean to live the way our fore founders would want us to live in the chapter.
Renee used it to guide her leadership growth:
If you’re committed to your chapter then you’re always living your ritual. And
that’s the way it’s supposed to be and not everyone realizes that and some people
don’t realize it until their sophomore or junior year when they actually get to see,
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you know, how ritual is more and see initiation and everything from the other side
and learn more about what it means and everything. But, it definitely has
influenced every part of my leadership because my ritual’s not just something that
I heard once or that I you know do once a week on Sunday, you know, it’s
something I live all the time. And if I am going to be the best sorority woman I
can be then it’s my responsibility to live in that ritual all the time. And so, it
really influences everything I do because it’s, everyone’s ritual’s not hard to live
by, to be honest, most people’s values and stuff are the values that any person,
who values integrity, should have anyway.
Denise further explained how it influenced her growth
I want to do this because not only is it good for me but it influences, you know,
how people see my chapter and everything else as well. So, I definitely live my
ritual all through my leadership and stuff and just our values are open values, you
know, they’re integrity and honesty and philanthropic success that that every
leader should have anyways. And so, it almost kind of pinpoints different aspects
and different values that you should have as a leader and it kind of helps you
narrow who you are as a leader just because of those values or that ritual that you
know you understand and that you want to follow.
Callais (2005) stated that founders of fraternities and sororities recognized the
need for ritual ceremonies that would mark transitions through one's growth in the
organization. The rituals for this study participants served as a guide, resource and
motivation for these members. It served as a bridge to something larger than just their
individual chapters. Participants referenced the importance of and a commitment to a
national organization that had long standing rituals. Students indicated their affiliation
with a national organization was something that also influenced their leadership
development.
National Organization Affiliation
For many participants, the organization and its legacy served as a guide on to how
lead, interact with members, and make choices. Student leaders felt a sense of
responsibility to follow and uphold organizational values. For Walter, this created a sense
of accountability:
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So, being a part of the national fraternity and having the idea of headquarters
being that father-like figure that you have to make sure they approve of XYZ and
won’t condemn it and will support it really holds you in check with your events
and parties and stuff like that, but also making sure that the things you do in your
leadership position in the chapter line up with that. your general fraternity holds
you extremely accountable to your actions & makes sure you’re doing your job &
makes sure you’re doing the right things in your job, as well. So, it’s kind of like
a father-like figure breathing down your neck making sure the chapter is on it’s a
game & abiding by the laws that keep the chapter on the right path.
Renee discussed how much pride she saw with the national organization in what they did
and how that inspired her:
And I think the biggest thing that influenced me was a conversation, a national
convention, with one of the grand-president’s husbands. He was so proud of his
wife and what she had done for the chapter and that’s her full-time gig now and
just how supportive he was so interesting to me. I just loved it because a lot of
times what you see is men in higher positions, but our women from a national
perspective, and that’s something a lot of people don’t exposure to.
Denise referenced how national affiliation reinforced leadership was more about a
process than an individual:
I guess just because it’s a constant reminder that I’m a part of something that’s
bigger than just myself and you know like last time we talked I talked about like
my mistakes was like telling people’s grades and like all of those things and the
way that…coming to that realization that it’s not just about me anymore and that
it’s about, like my actions represent, or you know, represent my entire
organization I think changes a lot of things. It holds me to a higher standard
because of the pride you have in your organization.
Cheryl also commented how the national affiliation impacted her relationship with the
group:
Well, it’s influenced it a lot because one of the things that was most amazing to
me is like my women’s organization is just here, but my sorority is everywhere
and to see that this same chain of effect is the same everywhere you go…I mean,
the cultural aspect, some small aspects may be different as far as you know a way
the chapter is as far as small characteristics, but it stays the same across the board.
You’ll still see this same type of woman everywhere you go doing this same
thing. It is just amazing and important for me to know that these many liked
minded women exist beyond this area. I want to be part of that. I want to uphold
those ideals.
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For Marcus, it meant continuing to spread the value of his organization by his current
school:
Marcus: It’s been interesting because with my fraternity, you are sometimes,
when you go different places, especially down south and out west, you’re
normally the first person that they’ve met that’s an Iota. So, aligning that with
our national organization which is basically building tradition and not resting
upon them has really been a challenge and a joy at the same time.
Interviewer: Tell me a little bit about that. Why is it both a challenge and a joy?
Marcus: The challenge is explaining who you are, but then on the other hand, the
people that have heard of us are like oh you’re that fraternity. You now have that
first impression impact on them to shape them as we grow as a national
organization. So it can be a challenge and at the same time it can be a good thing
and a blessing because you’re that first so of course first impressions are
everything.
Renee also valued the support provided by the national office:
They send in leadership development consultants once a year that travel around
and kind of visit with the chapter and give them a broader perspective. So just
seeing that part and those they cared and that they actually sat and had
conversations with us.
William referred to his opportunity to influence other members of another chapter
through ritual guidance:
Being part of a national, gave me an opportunity to get out of my comfort zone. It
helped me grow and know about people I never knew about. I had to help with
ritual from another school. They were terrible and they probably shouldn’t even
be a chapter! At the same time, you know, they’ll call me and am I willing to take
on that kind of responsibility because what they do affects who we are nationally.
I can’t just say they are poor and that is their problem. That is my fraternity and I
need to help with it.
Peer Influences
Komives et al. (2005) stated peer influences gained depth and meaning as
leadership identity developed. Researchers found that with more group experience, peers
served as followers, teammates, and ultimately collaborators and peer meaning-makers
(Komives et al., 2005, p. 98). Study participants described both feeling inspired and
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challenged when having to lead fraternal brothers or sorority sisters. Fraternities and
sorority leaders tended to have constant interaction with members both within group
functions and various social settings. These types of relationship were much different
then what students experienced in other student organizations. Student characterized at
times as being very time consuming and emotionally draining. It created new learning
experiences and challenges for these leaders. Charliene described how seeing sisters grow
was not like other group experiences:
Becoming a part of a Greek organization, you see the leadership roles that sisters
take and it’s kind of inspiring. It makes you see people you know in a different
way and many of them have similarities to me. So, it’s kind of positive and
makes you know hey, you can do this too because some of us come from the same
backgrounds, this, that and the other. So, it’s different being in another student
organization like I’m in the American Chemical Society and I don’t really know
the students. You come together like for the first meeting and you’re assigned
roles and you just work from there so you know, it’s different in that sense if you
know what I mean.
Kari put it simply:
I think so in that in Greek life you’re around people who you have a closer
relationship and a more personal relationship than you may have being involved
in another organization. And because of this, you really want the organization to
succeed.
Sara references the bond made in a sorority versus other groups:
Where, in an organization, you may get close with them, but they’re not your
sisters & you don’t have that actual bond. It’s just a working relationship and we
may turn into friends, but we might not year’s later still talk to each other. You’re
working for more instead of just let’s put on this event and then we’re done-yay!
But, you’re working for more because you have more people, honestly, to impress
and you have limitations & certain things you have to hit with nationals as well.
So, I really think that it makes you pay attention to more of your results in your
leadership and you get to do different aspects and even when you’re just VP of
finance alone, you get to see everyone’s position. And I think that’s a lot more
close-knit teamwork.
These leaders referenced how the close friendships developed in a Greek
organization aided their leadership efforts. These intimate relationships helped students
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identify appropriate roles, delegate responsibilities and place trust in members to get the
work done.Students also felt an obligation to lead the organization effectively because it
had given them so much in the way of deep and valuable friendships. This high intensity
exposure to members did also influence their leadership behavior. Cheryl discussed the
“whoa” clarity after she got to know her sisters:
Cheryl: In other student organizations you know the only relationship that you
have with that person is that you have the common interest that you’re in that
certain group to make it function well. When you’re in a sorority it becomes an
actual relationship with the people. This occurs not only the people that are on
your line that you’re working with, but the people who came before you and also
the graduate advisors. It becomes more of an intense personal relationship. So,
now you have to deal with more personal feelings & life rather than I’m just here
to work because we like this organization and we want to see it go further.
Reviewer: Tell me what an actual relationship means.
Cheryl: An actual relationship would mean, I guess in a sense of you deal with
people on a personal level. You deal with their personal feelings. You deal with
their personal dislikes. You get to know people for who they really are. You get
to know them deeper rather than we’re just here to work. And once you really get
to know people, whoa!
Reviewer: What does that mean? Whoa?
Cheryl: You know, it’s harder because especially when you’re in a sorority and
different groups of people, you know, we come in on different lines so this line
may be a completely different breed of people then the line that came in before
you even though you’re in the same sorority and you still have the same overall
purpose, the way you all think or the way you all do things may be completely
different which creates a conflict. So, now you have this group of people who
want things done in a certain way and this other group of people, it just clashes
every time. It never fails and it gets personal. You have to manage through that.
Denise found leading members whom she had become personal friends with challenging
at times:
I think it’s hard to lead your friends. I feel weird. Sometimes with sisters, when
I’m leading them, it’s not like a cognitive sister thing, it’s my really close friends
and my really close friends are my sisters.
Maurice indicated it required to him to almost ignore the personal relationships:
You kind of have to separate yourself in order to make the decision that’s best for
the group or do what’s right and that’s not always the most popular decision.
That’s a little cliché, but I think happens in Greek life than other groups.
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James indicated that even though relationships become personal, the decisions do not
have to be:
You can’t take it personal. That’s really been the most significant thing that I’ve
learned is that you can’t you won’t be able to please everyone with your decision.
The only thing you can do is analyze the situation and make the best decision with
the circumstances that you’re given and you have to label them stand your ground
on those decisions if there’s something that’s very important, you can’t allow
someone to come in a day or so before an event and try to change your decision
on the way that you’ve planned for the past two weeks. So, I just really learned
that you can’t take leadership personal. You’ll have people that’ll come at you
and support your decisions and some people won’t. But, life has to go on and
they’ll live to see another day.
The personal relationships resulting from being in a fraternity and a sorority
meant leadership happen almost everywhere. In other words, for many students, they
could not separate their personal activity choices with being a Greek leader. Renee
described how this occurred for her:
I think because I was president of my residence hall group that my expectations
there were just to do what I needed to do, but when it came to my personal life, no
one cared. And in Greek life, as a leader, your personal life is your leadership
life, too. And everyone sees your personal life, too and that’s because a lot more
social aspects are in Greek life, too and we do things socially, not only
community service or leadership-wise, too, but you definitely see how much you
have to be a leader all of the time versus just when you’re in a meeting or
whatever.
James indicated it created almost a sense of loneliness for him:
No matter where you go everybody’s holding you up and they’re looking at you
in a different way, a different example. When you're at the top usually there’s
less room for error in anything you do. You don’t have to be perfect, but you at
least have to, you know, strive to say this is what I want and this is what I want
you to do. So, you know, you have to lead by example the same way. So, when
you’re seeing that you’re doing it by yourself, I mean, it’s pretty intense
sometimes. I knew it came with expectations, but honestly didn’t realize how far
those extended until I started my work as a president.
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Jon went into a great detail about how simply planning for a spring break trip
changed relationships with his brother because he was president:
Jon: You feel a lot more isolated as president. Like if you’re splitting teams up
for spring break and there’s an A team and so on and I end up on the D team and
am like, why did I end up on the D team?
Interviewer: Teams? What is D team?
Jon: Teams are group of guys you want to hang out with and they are rated based
how much fun you can have and I guess to some extent how much trouble you
can get into.
Interviewer: So you ended up on the D team because you were president?
Jon: Yeah the guys like, well, we didn’t want the responsible one to be on our
team!
Interviewer: What was your reaction to that decision?
Jon: I couldn’t go anyway so I wasn’t that upset, but at the same time, it makes
you realize that people don’t want to invite the buzz kill. It’s not that they don’t
like you, but they know you have to be like that and so, if they don’t want to be
“responsible” they’re not going to want you to be around.
Sara described a scenario where her decision to address an inappropriate social behavior
would be based on whether that individual was a member of her sorority:
Well, for example, if you go out to a party or whatever with a whole bunch of
people who are not Greek and they were doing something outrageous, I wouldn’t
care. But, if I was going out with one my sisters, it would be my responsibility to
hold her accountable and be like you’re getting out of control. Let’s go home or
let’s find something else to do or just calm down. It kind of shows that you, you
know, you’re being a leader with them, too especially as an older member.
Kari made personal social decisions based on roles in the chapter:
I’ve seen a lot because I personally quit going out to fraternity houses and so did
the people in my pledge class because we were like, we’re really old and like, it’s
really awkward to go out and stuff now and plus you just see it and you’re like, do
you guys know what you’re doing? It’s definitely like that a lot in the social
scene more and how it’s more than just your organization and it’s more than just
when you’re a meetings. It’s all the time. And that’s just because it’s your life.
You really are your organization and your organization is you so you’re living
through the organization definitely while you’re here and if you continue to be
alum, afterwards, too.
Study participants articulated that the personal relationships developed in a Greek
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organization provided unique contributions (based on their experiences) to their
leadership development. Participants formed strong personal bonds that proved to be
invaluable when directing members and coordinating activities, but also required them to
find the appropriate balance of being a friend and brother or sister and leading and
challenging members to perform. Participants were also exposed to various member
behaviors and skills and used this information to make decisions about chapter
operations. Finally, it appears for these participants, being a Greek organization mandated
thinking like a leader in almost every situation whether it was in group activities, campus
events or social situations. Participants felt they were “always on” as a Greek leader
which for some led to fatigue, burnout and a sense of loneliness. For many participants,
this meant constant reflection on their actions, growth and member relationships.
Reflective Learning. In describing this dimension of the developmental
influences affecting leadership identity, Komives et al. (2005) references opportunities
for critical reflection, such as meaningful conversations with others about “their passions,
integrity and commitment to continual self-assessment and learning.” Kari referenced
how much she learned being president when discussing the difference of Greek life
involvement compared to other groups:
Yeah, it is more complicated. And so, I mean, I’ve learned a lot through that. But,
I mean, again, you learn so many things about how to deal with people, how just
every day, how to carry yourself, you know whether it’s your dress or how you
act, how you write an email, how you know, just things like that, you can learn in
any type of organization that’s just leadership style.
According to Komives et al. (2005), a key element of the reflective learning
aspect of development influences is self-reflection. Participants in this study had reflected
on their experiences and were able to articulate a personal value. Jon described how he
has developed through his fraternity experience:
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I’d say in my fraternity, I’ve learned a lot about myself & others because you’re
not going to like everyone. It’s impossible. Dealing with others, how to have one
on one conversations. I thrive in a crowd, but I think I struggle more one on one
so I think I’ve learned a lot about that. And just learning about what it takes to be
a leaders and group management. I think I’ve learned a lot about that. Now it’s
my major. I’m majoring in Management in the Business School and it’s just
something I want to do.
Maurice reflected on how to work with members and their potential reactions to his
decisions:
You can’t take it personal. That’s really been the most significant thing that I’ve
learned is that you won’t be able to please everyone with your decision. The only
thing you can do is analyze the situation and make the best decision with the
circumstances that you’re given. You can’t allow someone to come in a day or so
before an event and try to change your decision on the way that you’ve planned
for the past two weeks. So, I just really learned that you can’t take leadership
personal. You’ll have people that’ll come at you and support your decisions and
some people won’t. But, life has to go on and they’ll live to see another day.
William also commented on how what he believed was the value of his fraternity
leadership experience and its relationship to his future:
These are the things you need to know in everyday life. You really do learn when
you’re managing other people. That has been the biggest thing I’ve learned
because you have to work with other people in everyday situations and you’re not
going to agree. I am very different than are incoming president but we have find
some ground in order to transition smoothly. In other words, all the work would
be useless because my knowledge and experience wouldn’t transfer to him.
Fraternity leaders need those perspectives when coming into a position. I think the
same is going to happening when I start a job and transition through those
experiences. I want this experience to be positive in my organization and within
my first job.
For these participants, reflective learning occurred within the act of leadership.
Their co-curricular experiences provided opportunities for a new understanding of their
leader identity as well as what actions contributed to change in that identity. In other
words, they were learning on the job. For other study participants, structured experiences
contributed the most to reflective learning.
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Komives et al. (2005) referenced opportunities in which students intentionally
learn about leadership, such as trainings, retreats, or classes, which in turn provided them
with new language and ideas that aided their development. Renee described how she
gained new perspectives about how her actions impacted people from completing
structured reflections during a leadership development program:
When writing those reflections it really made me put into perspective how much
your actions affect people and the people around you as well because you’re not
just doing things for you anymore. You’re doing things for your entire chapter
and then eventually for the entire Greek system, too. So, I think that really helps
you realize where you need to be and what you need for yourself and the
organization.
Jon discussed how a national organization leadership training program enhanced his
ability to develop effective relationships with his members:
I’ve gotten better at developing relationships. This especially improved after
going to a national leadership thing coordinated by my fraternity. My facilitator
emphasized a lot on how I didn’t get along with all of brothers and executive
board members and how I needed to just open up and have a conversation with
them and that would solve all of my problems. I have gradually done that and
those relationships have become much productive. And so, it’s definitely taught
me how just having a conversation with someone can change a lot.
Denise referenced how attending a leadership convention changed her entire perception
of Greek and what type of leaders these communities need:
I was already starting to realize what, at least to me what Greek Life was about,
like I knew it wasn’t about the social aspect and the partying and stuff like that,
but I didn’t know about all of the living your ritual and living through values.
UFI is about like living out your values and how you can actually use Greek Life
to become a better person or to develop. It made me realize a lot about me as far
as just you know what my strength are and how I am a leader.
For these study participants, reflective learning was a key contributor to their
leadership development. Their review and analysis of experiences provided learning
which contributed to enhanced understanding of situations and for some, revised
approaches to leading their members. Other participants commented that being part of
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this study was the first time they had reflected on some of their practices and as a result
they had plan to use that information for future leadership efforts.
Summary
The researcher discovered many positive influences, developmental opportunities,
and challenges available for leaders in fraternal organizations that provided new
understanding related to the development influences in the Leadership Identity Model.
Participants pointed to both the contributions and challenged working with adult advisors.
Participants also referenced the immersion of their personal identity with the
organizational identity and what difficulties and learning opportunities this combination
provided for their personal development. They appreciated how Greek life provided
memberships in an organization that afforded opportunities to develop meaningful
relationships with others, but these deep personal relationships also meant for some
students that their work as a Greek leader never stopped. Participants were making
leadership choices in social settings and having to balance friendships with organizational
responsibilities. However, these difficult circumstances also challenged their values and
resolve, provided leadership roles that prompted growth and development. Within these
situations, they relied on ritual and standards to make decisions and also referenced an
obligation to national organization as motivation to lead.
In the final chapter, I will focus on the overall conclusions and recommendations
based on the examination and analysis of the findings. While this study provides useful
insight into how Greek life participation can influence leadership identity development,
there are still questions about the role of fraternity and sorority membership in the
development of college students. Therefore, I call for areas of further study and indicate
implications for practice in the next chapter.
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Chapter 6
Conclusions and Recommendations for Research and Practice
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Developing an identity as a leader is a complicated process that involves multiple
experiences, interactions, reflections and influences. It required the participants in this
study to first make meaning of what they did and learned in the process, and then reflect
how that acquired knowledge would impact actions and behaviors. Identity development
included interaction with environmental factors such as family origin, organizational
structure and values, adult guidance, perceived stereotypes and rationale for joining and
leading organizations. Additionally, the most significant discourse in research literature
deals with how Greek life may have inhibited student development. The author sought to
add to the body of research as to how Greek life plays a role in student development. The
intent of this study was to understand how fraternity and sorority life can contribute to
student growth by examining the influences on student leadership identity development.
The purpose of this chapter is to outline key findings related to the original
research questions and theoretical framework. Through data collection and analysis, the
findings suggest what the participants study valued, how they developed and how they
practiced leadership in Greek life organizations. The key findings of this study are:
1. Different types of advising have varying influences on identity development.
2. Fraternities and sororities provide experiences for formation of leadership
identity development.
3. The relationships developed within fraternities play a role in identity
development.
4. The structure and processes of these organizations influence identity
development.
The following is a brief discussion of the findings and how they connect to the
theoretical framework. I have listed findings under the appropriate research question. In
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addition, I will offer implications for further study as well as how data could be utilized by
student affairs practitioners working with fraternities and sororities.

Research Question 1
Fraternities and sororities have a long history of providing a place for fellowship
and the forming of genuine relationships and within each group, student development and
identity are shaped. The first question deals with how these relationships may impact
identity development. Specifically, How do the relationships formed through fraternity
and sorority involvement contribute to identity development?
Komives et al. (2005) stated student leadership identity development transitions
as engagement with organization members gained more depth and meaning making. With
more group experience, peers served as followers, teammates, and ultimately as
collaborators and peer meaning-makers. Fraternal organizations are imbued with values
and opportunities that attract students who will participate in a culture that emphasizes
relationships and leadership (Cory, 2011). For students in this study, relationships did
shape leadership identity development and choices.
Many participants commented that the relationships formed and developed
impacted how they lead and influenced and/or changed perspectives regarding leadership.
Komives (2005) indicated that as students transition in the identity model student
perspectives shift from getting members to get the job done to including new perspectives
from others and learning how to trust and value others. Jon in particular mentioned that
prior to assuming his role as a fraternity leader he chose to discount those who did not
have the same view as his. He quickly realized in order to lead effectively he would have
to become more open to diverse views and find suitable common ground. For Jon to lead
brothers, it required him to compromise and change tactics.
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Komives et al. (2005) refers to the exposure and accepting of a broad range of
viewpoints as a significant contributor to identity development. For students in this study,
this exposure came beyond just formal organizational settings. Based on the nature of
these relationships, student leaders witnessed member behavior, choices and perspectives
in social and organization settings which in turn required them to continully process this
information while leading the chapter. In other words, what students found out about
their brother or sisters in a variety of settings contributed to the relationships they
developed with them. Cheryl referenced “the whoa factor” when she discovered
information about her sisters and decisions they made. These intense relationships
molded how students interacted with members and how they led their organization.
Participants also revealed that the personal relationships created in these
organizations influenced how they led. The intense relationships developed through
fraternity and sorority experiences required leaders to constantly evaluate how to
maintain friendships while leading members through challenges and group activities.
Most particapants struggled with this effort and some referenced a sense of loneliness
because their role required accountability and confidentiality which impacted the close
friendships they had in the chapter. For many of the participants, there was a continuous
effort to balance those close personal relationships with leading a chapter.
Research Question 2
Study participants often referred to the complex operational nature of Greek
organizations as different from other student groups and an opportunity for growth. It
required more work, time and commitment for these participants. For a student involved
in Greek life organizations, the second question deals with what are the key influences on
this development?
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Komives (2005) describes meaning involvement as the training ground where
leadership identity evolves. These experiences aided value clarification and interests and
provided opportunities to interact with diverse peers, learn about self and develop new
skills. Fraternity and sorority life has historically provided these type of interactions for
leadership growth and there has been somehow limited research demonstrating outcomes.
Hayek et al. (2002) found that affiliated men had higher gains in personal growth
measures than non-affiliated men. Pike (2000) indicated that Greek life participants had
stronger relationships with faculty, staff, and peers than their non-Greek counterparts.
Martin, Hevel, and Asel (2008) discovered positive gains in collaborative work measures.
Dugan (2008) found affiliated men scored higher on commitment scales than nonmembers across all years of college. As for ability to influence others, Kezar and
Moriarty (2000) reported significant gains among fraternity members four years after
beginning college. Both Asel et al. (2009), as well as Pike (2003) found this to be true
among fraternity/sorority seniors.
Astin (1977, 1984, 1993), as well as Kuh (1995) and, more comprehensively,
Pascarella and Terenzini (1991, 2005) cited positive gains in leadership skills among
fraternity and sororitymembers. Being an officer in a campus organization significantly
contributed to leadershipdevelopment, decision-making skills, and feelings of personal
competence (Astin, 1993; Kezar & Moriarty, 2000; Kuh, 1995). Fraternity presidents
retained high confidence in their leadership ability up to10 years after college (Kelley,
2008). With regard to peer perception, however, Harms et al. (2006) found fraternity and
sorority members holding formal offices were less oftenrecognized as effective leaders
than the members with the strongest commitment to the organization. Participants in this
study did indicate how Greek life impacted their leadership identity development in
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ways that were different from other student organizations. In this chapter, research will
present two distinct findings: Organizational Identity and Time Commitment.
For the participants in this study, serving as a Greek life leader provided some
unique opportunities and challenges to develop their leadership identity. Almost all the
student leaders referenced their personal identity being merged with their organization’s
identity. Participants commented this was significant difference or shift (depending on
when students joined) from other student organization activities. Sara stated, “I became
Sara, the such organization member.” James referenced how he was known for his work
in orientation, but he became James, “the organization member.” This combination had
various influences on identity development and personal growth.
Participants commented that every effort they made as a student leader was
combined with consideration of organization impression to members inside and outside
the Greek community. They could not simply disregard what others thought but had to
incorporate that information into the decisions they made and the relationships they
developed. Participants were adamant these experiences were unique to Greek life and
played a large in how they lead and what they did.
Piaget (1985) described identity development in processes of assimilation and
accommodation. Individuals who assimilate their experiences do not change self schemas
with the experience; rather they integrate external elements like experience into evolving
identity structures (Block, 1982). In others, individuals conducting identity assimilation
change aspects of the situation to maintain the current self view (Day, 2009). Identity
accommodation on the other is a process in which individuals incorporate experiences
and changes to their existing self schemas (Day, 2009). Piaget stated that an ideal state of
adaptation involves a dynamic equilibrium between assimilation and accommodation
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which entitled equilibration. Day (2009) referenced individuals who manage
equilibration hold a stable sense of self, but are able to make changes to their identity
when experiences call for such changes. For the participants in this study, considerable
time was spent managing identity changes related to their identity being associated with
their organizational identity.
Jon discussed how he conformed to what it meant to be Greek in order to be
considered an effective leader. He recognized it as a change or accommodation, but felt it
was necessary to direct and learn from his experience. Cheryl revealed having significant
struggles throughout her experience and seemed to be focusing primarily on assimilation
as a strategy to deal with new impressions on her identity. She stated emphatically that
she did not like it and did not feel it was right. Cheryl also personally internalized those
experiences as choices by the individual she interacted with and not something she had
to consider when leading. Dan stated he knew what the identity of his organization was
and he was attached to that, but also got involved in their organization to change those
views of the group and subsequently himself. Komives (2005) does not reference
assimilation and accommodation as part of identity development, but the researcher
found, in this study, students were participating in those exercises and it was influencing
how they interacted and developed as a leader.

Research Question 3

154

The third question dealt with what procedure or systems may have influenced
leadership identity development. Specifically, the researcher explored what are the
processes that contribute to this development?
While there were many opportunities for undergraduate students to serve in cocurricular leadership roles, being a chapter officer can provide unique leadership benefits
that are not available to other student leaders. Kelley (2008) found that it was common
for a fraternity president to be responsible for the oversight and management of hundreds
of thousands of dollars. Kelley discovered in some instances fraternity presidents had
more interaction with members and officers of the organization and opportunities to
impact the development of members, which is uncommon in other student organizations.
William, as one example, referred to these process in his first role as chapter treasurer:
“I had to collect dues from members, it wasn’t easy but I followed chapter
guidelines that made manageable. It wasn’t easy, but these processes really
helped. People had to come to me and they removed. I did get to hear their stories
and developed processes to work with them, but needed procedures to that.”
For William, the procedures helped him create interactions with members to perform his
duty, learn new information about members and build memberships.
Cheryl referenced how decision making procedures in her Greek organization
were much more complex than other student organizations. She had to relay decisions to
a variety of groups that included her executive board, advisors and members. Each
audience would have a different interpretation of her decision, which required her to
develop a rationale for each community. Organizational process and procedures
mandated this communication and Cheryl spent considerable effort developing skills and
knowledge to conduct it effectively.
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All study participants discussed how the structure of a Greek organization
necessitated an evolving development of competencies and adjustment in leadership
efforts. Students conveyed both frustration and appreciation of this experience. Fatigue
was something mentioned by all members because of the work required and a feeling of
constant connection to fraternity /sorority obligation, even within social setting.
However, many students recognized that this diversity of responsibilities was a valuable
leadership experience in which they grew and learned more about themselves and their
members. For many participants, ritual and standards helped them to manage this
experience effectively.
Callais (2005) stated in order for fraternities and sororities as groups to enhance
the educational environment of colleges and universities, fraternities and sororities must
have congruence between their actions and their stated purpose and mission. Callais
(2005) added that this could be accomplished through interaction of these standards into
all aspects of fraternity and sorority life. Students in this study referenced how they used
these standards to guide choices and grow in the chapter.
William referenced how he referenced how he used ritual to deal with member
performance and mistakes. Kari discussed how she wanted to be the standards chair
because she viewed it as an opportunity to develop and influence young women. Jon used
standards when discussing and making decisions about members. Denise and Maurice
discussed how it impacted why they joined and how they lead. Komives (2007) stated
that the Relational Leadership Model’s emphasis on purpose involves clearly defining a
socialized vision, working towards a common goal, and bringing about positive change.
For the participants, process was based on rituals and standards which, in return,
influenced their identity development and leadership choices.
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Research Question 4
Hogan, Koepsell and Eberly (2011) stated that volunteer chapter advisors,
whether off-campus alumni or on-campus staff or faculty, take approaches ranging from
administrative form signers to active participants in chapter life who meet regularly with
an executive team and attend chapter meetings. The final research question deals with
what roles do advisor play in identity development?
It is often a single individual such as a volunteer or faculty advisor who juggle a
myriad of administrative, advising, management, and counseling tasks as she works to
meet the needs of national offices, campus administrators, chapter leaders, chapter
members, and other volunteers in state or regional roles (Hogan et al., 2011). For the
participants in this study, what roles their adult advisors chose influenced their identity
development as a fraternity or sorority leader.
Several students articulated their chapter advisors contributed to their growth as a
student leader. They valued these interactions as a way to interpret member behavior and
commitment and how to address organizational challenges and planning. Komives (2005)
stated that as students progressed through identity development, adults served as meaning
makers of leadership experiences and as mentors. This leadership partnership, for
students in this study, was influenced by how adults advised students and the strategies
used to guide the organization and the student.
Many participants referenced how adult advisors assumed the role of a sounding
board regarding frustration and challenges related to organizational leadership. This was
particularly important to them because they wanted to maintain a positive impression for
their members as well as not sacrifice organizational relationships in order to express
concern and dissatisfaction about member performance. Many students referred to the
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term of “venting up” versus “venting down” as a valuable interaction that maintained
group continuity and provided suitable processing of experiences. Van Velsor and
McCauley (2004) found that leaders needed support to maintain a sense of efficacy,
openly examine their mistakes, increase confidence in their ability and relieve some
personal stress. Komives (2005) stated students in the latter stages of the identity model
sought adults for feedback and conducted serious reflection on how they might
incorporate that into their leadership efforts. It was evident in this study that some
students had this relationship with their advisor. Participants discussed how decisions and
actions were influenced by the relationship and healthy dialogue they had with advisors.
They relied on them to process experiences as well as simply guide through the
complexities of a Greek affiliated organization. However, for other participants, identity
development was not influenced by their advisor.
For some, the advisors were simply managers of processes. Participants viewed
their purpose, as defined by some advisors, to keep them out of the trouble, “make sure
they were doing the right thing”, or “do it the way they did it” and ensure the
organizational identity was not negatively impacted. One participant called his advisor “a
brand protector”. In other words, the organization “X” was to accomplish certain
initiatives and if not that was a problem. They did not discuss the how’s and why’s of
how to lead, instead dialogue between student and advisor focused more on “this is what
it was supposed to be” and “your leadership should meet those objectives”. These
students were still able to grow and learn, but adult advisors simply did not play a role in
the process.
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Conclusion
The researcher found that adults can contribute to identity development as
described by Komives (2005). However, related to Greek life, what impact, if any, adults
can have on student identity development is shaped by the approach the adult chooses to
use when advising a group. In this study, how an adult advisor viewed their role
influenced whether the relationship between student and adult contributed to identity
development.
Through this study, I realize the number of questions about fraternity and sorority
membership outweighs the answers found in research. Although fraternity and sorority
students comprise significant percentages of the undergraduate population on many
college campuses, limited scholarship regarding the fraternity and sorority leadership
experience exists. Researcher could spend considerable time within his professional
career conducting research on this population of students using different framework and
perspectives. I have identified several areas where that research could be conducted.
Recommendations for Future Research
Overall, the research associated with fraternities and sororities is limited in its
scope and depth. As a result, there was a need to call upon those involved in higher
education in general to conduct further research in certain ways. Without a significant
expansion of research, student affairs professionals working with fraternities and
sororities possess inadequate information to direct their work and their ability to guide
fraternal organizations in a positive direction is limited. Much of the literature primarily
paints the broad picture of the existence, role and function of fraternities and sororities as
a problem in higher education, but there existed a positive message about student
engagement, identity development and increased alumni engagement. The reality is that
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the journal published research on fraternities and sororities and leadership development is
still very limited (Bureau, 2007). The following are my recommendations for further
research.
Identity Issues. There were a few studies using the Komives’s model as part of
theoretical framework. Consider gender as a defining characteristic, Onorato suggested
gender plays a pivotal role in the leadership identity development of Hispanic female
students. Renn and Bilodeau (2004) utilized the LID in their examination of the
leadership identity development process for gay, lesbian and transgender students.
Armino et al. (2000) suggested in training and development programs, intersection of
race and gender must be addressed. Research exploring the ways these and other
components of identity such as family structure, race and socioeconomic status influence
leadership identity development would generate data to the area of understanding
leadership identity among college students.
Students also discussed in detail how the organizational identity impacted their
own personal leadership development. Students assumed organizational identity as part
of their own leadership identity. This social identity is reflected of membership in their
particular group (Hogg, 2001). Social constructs to identify approaches requires research
and practitioners to consider the historical, socially and politically, and cultural factors
contributing to the leadership identity development (Weber, 2001). If this is the case,
further research on how that organization identity impacted the leadership development
would be helpful. Research might focus on what Day (2009) refers as to the climate of
leadership development as the shared perceptions regarding the extent to which leader
development is rewarded, supported, and expected in a particular organization based on
the practices, policies, and events regarding leader development.
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Leadership Development. The dominant existing research on student leadership
relies heavily on the development of skills and attributes and not on personal
development. Fraternities and sororities claim a primary focus of membership as the
development of leaders (Beta Theta Pi, 2010; Pi Beta Phi, 2010). Some research
supports this claim (Center for Learning Outcomes Assessment, 2009; Harms et al.,
(2006) but an understanding of the impact of fraternal organizations is largely anecdotal
(Cory, 2011).
Komives et al.’s (2005, 2006) research provides a suitable starting point to the
examine the impact of membership on leadership identity development for fraternity and
sorority students. There is limited research on the process of developing a leadership
identity. As a result, further research with fraternity and sorority students is necessary. I
will now suggest some areas that could contribute to further understanding of identity
development.
Dealing with challenge. All of the participants referred to some level of
challenge they experienced as a Greek leader. They referenced difficultly with member
performance, communication and advisor expectations. Vanselor and McCauley (2004)
describe challenges as situations that demand knowledge beyond what the individual
currently posses, are confusing, ambiguous or are uncomfortable in that situation is not
desired. They also provide motivation and opportunity to learn (McCauley, 2004).
Komives (2005) does not specifically reference the role of challenge in identity
development and further research may contribute to better understanding as to its
influences.
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Support. Komives (2005) refers to both adult influences and peer influences as
areas for support for leadership identity development. In the LID model, adults initially
recognized leader’s potential and then further in identity transition became meaning
makers and mentors (Komives, 2005). Older peers served as role models, sponsors and
provided rationale for joining organizations (Komives, 2005). Van Velsor and McCauley
(2004) indicate that leaders need support to maintain a sense of efficacy and openly
examine their mistakes. Further research is needed on whether and what type of support
exists for fraternity and sorority leaders, what is still needed and how it does and can
further influence development.
Student Engagement. It has become widely important in higher education as to
how college student engagement contributes effectively to educational practices. Hayek
et al. (2002) did conclude that fraternity and sorority members appear to be equally or
more engaged in academically challenging tasks, active learning, student faculty
interaction, community services, diversity, satisfaction, and on learning and personal
development gains. Further research on how Greek life contributies to leadership identity
development could guide institutional efforts on how to best advise these organizations in
an effort to maximize student engagement and support effective educationally practices.
Recommendations for Practice. The findings and conclusions of the present
study suggest several implications for practice. Fraternity and sorority life programs
designed to contribute to student development serve students best when viewing the
development of identity as a leader as part of an emerging overall identity. Evaluating
and enhancing student affairs in the area of leadership development, reflective learning,
advisor training and institutional support for Greek life are extremely important. The
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recommendations presented in this section are provided for student affairs practitioners
working within leadership development and/or fraternity and sorority life programs.
Leadership Development. Fraternities and sororities are steeped in culture,

tradition, hierarchy and structure. Student affairs programs would best serve these
students by focusing on training that deals with values, purpose, and meaning making
into the everyday notions of leadership. All participants in this study practiced various
forms of relational leadership. Yet, the discussion of its value was first revealed in
dialogue with this researcher. Student affairs practitioners bear responsibility to continue
this dialogue and demonstrate value for individual development.
Reflective learning. Implementing more reflective learning practices also seem
crucial for student affairs practitioners. For most participants, this study was the first time
they had the opportunity to reflect on what they had done and learned and its impact on
their individual and organizational development. Coached reflection refers to a situation
in which an individual with formal tools to help them work through a situation and learn
from it (Day, 2009). Student leaders engaging in action learning refers to a continuous
process of learning and reflection (Day, 2009). Student affairs practitioners and chapter
advisors could greatly enhance student meaning making of experiences by implementing
more opportunities for reflection in advising interactions and program delivery.
Advising. Institutions should engage alumni chapter advisors and appropriate

organizational officials in order to increase their awareness of the role they play in
guiding students. As members of other generations, alumni are often unaware of a
student’s need for building relationships with key adults. This was evident in this study.
In addition, programs for alumni advisors that focus on building advising skills would
benefit college students and the growth and sustainability of organizations. Institutional
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research on student perception of the role and need for advisors would enhance advisor
comprehension as to why this approach is necessary.
Concluding Remarks. Bureau (2007) stated that research on fraternities and
sororities and leadership development is limited. Also, much of the literature indicates
that while fraternities and sororities may be forums in which one can practice leadership,
some of the most important skills necessary to lead in today’s global society such as the
ability to initiate change, are not necessarily developed in the fraternity/sorority context
(Dugan, 2008; Gerhardt, 2008). However, student affairs and international headquarters
continue to communicate, without sufficient evidence, that these organizations support
leadership development (Bureau, 2010). This research attempted to help better
understand how leadership development occurs in fraternal organizations and what can
be done to further advance this development.
The data collected from 12 semi-structured interviews, one focus group and an email questionnaire provided additional information on how serving as a leader in a Greek
life organization affects leadership identity development. First and foremost, despite the
relative consistent hierarchical nature of Greek organizations, it was evident that
fraternity and sorority leaders in this study valued and practiced relational leadership.
Connecting coded data back to the Relational Leadership Model, the researcher found
strong evidence of participants demonstrating leadership behaviors of 1.) empowering ,
2) purposeful, 3) process oriented, 4) inclusive, and 5) ethical. Students were not
presented with the model but merely demonstrated through dialogue how they were
working to understand emotion, involving others in decision-making and motivating
through recognition and support. Students referenced in detail how they wanted to
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empower others and needed for support from advisors in order to achieve these
objectives.
What students sought from and received from adults advisors was particularly
compellingto this researcher because of his work as a student affairs practitioner. Guiding
Greek organization leaders is mainly limited to organizational meetings and governance
group officer meetings, time limited leadership training and event and program planning.
We strive to advisestudents through a meaning making process, but capacity, resources
and time limit this interaction to a small group of students. Additionally, students may
withhold information from, for fear of getting trouble/violating institutional policy, but
effective advising could enhance learning and decision making. The research indicated
students valued the role of adult advisor for communicating challenges, processing
experiences and guidance through complex organizational procedures. However, the
impact of their development was influenced by the role the advisor chose to guide the
organization. Komives (2009) stated an effective educational response to a student’s
crisis of positional leadership has the ability to facilitate that student’s grasp of the more
complex leadership identity need to solve his or her current organizational challenge. The
students in this study were seeking that type of input. Student affairs practitioners might
use this research to demonstrate how advisors could more effectively influence leadership
development for the students and subsequently more intentionally collaborate with them
on supporting student leadership growth.
Komives (2009) stated that one of the challenges to applying LID was
encouraging students to commit to one group. This increasing depth and complexity of a
student’s organizational relationships assist in transitions within the stage of the
Leadership Identity Development Model (Komives et al., 2005). Students in this study
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referenced the multiple opportunities to develop as a leader because of the commitment
that they made to a fraternity and sorority. The LID model could serve as a theoretical
framework to facilitate student learning and reflection. Students need something to guide
experiences beyond just performing required duties. If we are going to espouse that
students are developing leadership skills and experience through fraternity and sorority
life, a theory to measure progress and frame knowledge is essential.
My focus with this research was to provide new perspectives on the experiences
of fraternity and sorority leaders. What I found was that membership in a fraternal
organization does influence leadership identity development and contributes positively to
their development as students. My hope is this research will assist other student affairs
professionals in developing programs and interactions with these student leaders focusing
on personal identity development. My hope also is that we work within both academic
and administration to better understand how the culture of fraternity and sorority life can
contribute to leadership identity development and how might we find more ways to
advise and encourage that development.
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APPENDIX A
University of Memphis
Department of Leadership
Project Participation Informed Consent Form

Title of Study:
Principal Investigator: Justin Lawhead, Doctoral Student, Higher Education – The
University of Memphis
Contact Phone Number:
Fax:
Email:
Dear Participant,
Purpose of the Study
You are invited to participate in a research study conducted by Justin Lawhead, from the
University of Memphis [Department of Leadership]. I hope to learn more about how cocurricular experience (student organizations) contribute to student leader identity
development.
The results of this study will be used for completion of the dissertation for my doctoral
program.
Participants
You were selected as a possible participant because you were nominated as a student who
is active in student leadership activities on campus and demonstrat relational leadership.
Relational leadership is the process of people working together to accomplish change or
to make a difference that will benefit the common good.
Procedures
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If you volunteer to participate in this study, you will be asked to participate in two oneon-one interviews. The interviews will focus on your experiences as a student leader. If
at any point during the interview you feel uncomfortable and want to withdraw from the
study that request will be granted. These questions will be asked and the answers
recorded by the researcher in face-to-face interviews. Depending on your availability and
desires, you may be asked to respond to follow-up questions via e-mail or telephone.
Benefits of Participation
There may/may not be direct benefits to you as a participant in this study. However, it is
intended that the results of this study will be significant. Theoretically, this research will
contribute to the existing body of knowledge on college student leadership, specifically,
as it relates to co-curricular involvement.
Risks of Participation
There are no known risks associated with this study. The investigator can provide
additional detail about the reasoning behind the questions as well as address any of your
concerns. As well the principal investigator, Justin Lawhead, Doctoral Student of Higher
Education at the University of Memphis, may be contacted for additional information at
(901) 678-2094
Cost /Compensation
There will not be financial cost to you to participate in this study. The study will take
approximately one and a half hours of your time, scheduled in time increments and
locations that are convenient for you. You will not be compensated for your time. The
University of Memphis may not provide compensation or free medical care for an
unanticipated injury sustained as a result of participating in this research study.
Contact Information
183

If you have any questions or concerns about the study, you may contact the principal
investigator at (901) 678-2094 . For questions regarding the rights of research subjects,
any complaints, or comments regarding the manner in which the study is being conducted
you may contact the University of Memphis Office of Research Support Services at (901)
678-5071.
Voluntary Participation
Your participation in this study is voluntary. You may refuse to participate in this study
or in any part of this study. You may withdraw at any time without prejudice to your
relations with the university. You are encouraged to ask questions about this study at the
beginning or any time during the research study.
Confidentiality
Several steps will be taken to protect the privacy of the participants and the
confidentiality of the information gathered throughout the study. First, participants will
be afforded the option of using pseudonyms in place of their real identities. Second,
participants will be allowed to require the use of disguised organizational identifications
in place of the actual entity names. Third, private information directly attributable to the
organizational purposes and/or entities of the participants will not be published without
the expressed written consent of the participants. Finally, all data gathered throughout
this research study will be kept at a secured location for at least 3 years after completion
of the study. After the storage time the information gathered will be shredded and
destroyed. Although the investigator and the principal investigator will take every
precaution, allowed by law, to ensure the privacy and confidentiality of the participants,
the identities of the participants may be identifiable due to the small sample size of the
study.
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Consent to Audiotape
Audio recordings will be used during interviews with participants to record responses.
You may request that the use of recorder be stopped at any point during the interview
process. The tapes and their transcriptions will be strictly confidential. Any records
related to this research will be kept in a secure location with access available only to the
researcher and his faculty advisor. After the storage time, three years, the tapes and
transcriptions will be shredded and destroy.
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APPENDIX B
Fraternity and sorority Student Leader Invitation to Participate Letter
Dear (insert participant’s name),
This letter is an invitation to participate in a study I am conducting for my
dissertation in the Higher EducationLeadership doctoral program at the University of
Memphis. You were nominated by (insert F/S professional’s name here). Below is more
information about this project and what your involvement would entail if you decide to
take part.
The project will help me learn more about the influence of fraternity and sorority
affiliation on leadership identity development for college student leaders. As a career
student affairs professional, I look forward to learning more about the fraternity and
sorority experience of college students.
Your involvement in this study is voluntary. It will involve participating in two
interviews of approximately 60-90 minutes in length to take place and a focus of group of
similar length at a mutually agreed upon location and time. You may decline to answer
any of the interview questions if you so choose. Further, you may decide to withdraw
from this study at any time by informing me. With your permission, the interview will be
audio-recorded to facilitate collection of information, and later transcribed for analysis.
All information you provide is considered completely confidential. Your name or any
other personal identifying information will not appear in the final dissertation resulting
from this study; however, with your permission anonymous quotations may be used.
Notes and/or recordings collected during this study will be retained for ten years in a
secure location and then destroyed. Even though I may present the study findings to
colleagues for their feedback, only my committee chair and I will have access to the data.
There are no known or anticipated risks to you as a participant in this study.
If you have any questions regarding this study, or would like additional
information to assist you in reaching a decision about participation, please contact me by
email at jtlawhed@memphis.edu You can also contact my dissertation chair, Dr. Jeff
Wilson at jlwlson4@memphis.edu. I would like to assure you that this study has been
reviewed and received ethics clearance through the Institutional Review Board at the
University of Memphis. However, the final decision about participation is yours. If you
have any comments or concerns resulting from your participation in this study, please
contact me at 901-258-5124 or jtlawhed@memphis.edu
I very much look forward to speaking with you and thank you in advance for your
assistance in this project.
Respectfully,
Justin Lawhead
Doctoral Candidate
University of Memphis
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APPENDIX C
Fraternity and sorority Professional Request for Nominations Letter
Date
Dear (student affairs professionals name)
I am seeking nominations for fraternity and sorority leader for a study I am conducting
for my dissertation in Higher Education and Adult Education doctoral program at the
University of Memphis. The project will help me learn more about the influence of
fraternity and sorority affiliation on leadership identity development for college student
leaders.
Participants will be asked to participate in two interviews of approximately 60-90
minutes in length as well as a focus group with a similar time frame. Students may
decline to answer any of the interview questions or withdraw from the study at any time
by informing me. With their permission, the interview will be audio-recorded to facilitate
collection of information and later transcribed for analysis. All information provided by
participants will be considered completely confidential. Any personal identifying
information will not appear in the final dissertation resulting from this study; however,
with their permission anonymous quotations may be used. Notes and/or recordings
collected during this study will be retained for ten years in a secure location and then
destroyed. Even though I may present the study findings to colleagues for their feedback,
only my committee chair and I will have access to the data. There are no
Specifically, I am most interested in conversing with fraternity and sorority affiliated
student leaders that practice their leadership in a relational orientation. By this, I mean the
student exhibits participatory (vs. hierarchical) leadership, recognizes leading is a process
of involving others in decision making, and is confident and comfortable in their role as a
leader. While the participants must be fraternity and sorority affiliated, they can be
leading in any variety of roles at (institution). I need only their name, email address, and
phone number to invite them to be part of the study.
If you have any questions regarding this study, please contact me by email at
jtlawhed@memphis.edu . You can also contact my dissertation chair, Dr. Jeff Wilson at
jlwilson4@memphis.edu. This study has been reviewed and received ethics clearance
through the Institutional Review Board at the University of Memphis. If you have any
comments or concerns regarding this study, please contact me at 9012585124 or
jtlawhed@memphis.edu.
I will follow up with you this week and thank you in advance for your assistance in this
project.
Respectfully
Justin Lawhead
Doctoral Candidate
University of Memphis
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APPENDIX D
Semi-structured Interview Guide: Greek-affiliated student leadership development
Interview # 1
Background:
1.
Tell me a little about yourself —about your background and what brought you to
[institution] as well as about your involvement here at [institution]?
a.

Activities during High School:

b.

Leadership Roles in High School:

2.
a.

Tell me about your family of origin - parents, siblings, living situation, etc.
What effect do you believe this has had on your development?

3.

Who served as significant role models for you before coming to college and why?

4.

What role did adults play in guiding your leadership efforts?

Greek life
5.

When and why did you decide to join a fraternity/sorority?

6.
a.

Tell me about your leadership roles on campus/in the community.
chapter

b.

in the Greek Community?

c.

in non-affiliated communities?

d.

What was your motivation to become a leader?

7.
Describe what you believe you have accomplished thus far? What has been the
value?
8.

Have you experienced challenges? If so what? How did you handle and/or
overcome them?

9.

What have you learned about relating to other people from your sorority/fraternity
experience?

10.

How have you changed since joining your chapter?
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E-mail questionnaire
1.

What is your age? ____

2.

How many semester hours have you earned to date? _____

3.

Major? _____

4.

Hometown?_________

In reflecting on your experiences as a student leader at this university, think about a
specific time when you experienced an obstacle/ or how do you feel about your
leadership development....
In 1-2 short paragraphs, please describe that experience:
•

What was the obstacle?

•

What were you thinking you should/could do to move past this obstacle?

•

How (if at all) did you overcome this obstacle?

Interview # 2
1. What have you learned about leaders as a result of your involvement in a fraternity or
sorority?
2. What have been your most significant roles or experiences for learning about leaders
through your involvement in Greek life?
3. Are leadership experiences (roles, opportunities, definitions?) in Greek life different
than other student organization experiences ? If so, how?
4. How are the expectations of a leader in Greek organizations different from the
expectations of a leader in different types of student organizations?
5. Is the term “leadership” defined differently in the context of Greek life than other
types of involvement?
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6. How have adult advisors influenced your leadership development as a Greek leader?
7. What actions have you taken as a leader that have been directly influence by your
ritual?
8. How has your leadership development been influenced by being part of a national
organization?
Focus group guide
1. Do the relationships developed in fraternity or sororities affect leadership
development?
2. What role has conflict played in your leadership development?
3. When you were identified as a Greek member, did that change how you thought about
personal interactions or leadership?
4. What do you believe is the role of fraternity and sororities in developing leaders?
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